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Over the past fifteen years, behavior analysts in Florida have worked together to develop the discipline
with a multifaceted system of contingencies. Basing their effort in the area of retardation and with the
cooperation of the state’s Developmental Services Program Office, they have gradually developed a
regulatory manual of programming policy and procedures, a hierarchical system of responsibilities for
programming approval and monitoring, a state-sponsored certification program, a professional associa-
tion, and an active university community. These components are described and discussed in terms of
suggested principles for developing the field of behavior analysis within a state.
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SEMINAL EVENTS

The Sunland Incident

In March of 1972, the superintendent
of one of Florida’s institutions for re-
tarded citizens reassigned three employ-
ees. When the employees filed grievances
about the reassignments, it was discov-
ered that there had been systematic use
of procedures in the name of behavior
modification that violated both the su-
perintendent’s and the state’s general
policies. These alleged abuses then came
to the attention of the Division of Re-
tardation in Tallahassee, and the super-
intendent and six employees were sus-
pended pending an investigation of the
matter. The rest of the story was closely
followed in the state’s newspapers over a
period of weeks and months.

The media reported that at one of the
cottages a special program administered
by a doctoral-level professional involved
systematic abuse of clients in the name
of behavior modification. Without going

The second author holds an adjunct appointment
at Florida Mental Health Institute, University of
South Florida. The authors would like to express
their appreciation to Jon Bailey, Richard Herring,
Jack May, H. S. Pennypacker, David Rodriguez,
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draft of this paper. Reprints may be obtained from
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1311 Winewood Blvd, Tallahassee, FL 32301).

into the unpleasant details, these abuses
included some paddling and long periods
of isolation, but far greater use of hu-
miliation in an attempt to punish mis-
behavior. For instance, in the case of a
male teenage client who stole food, staff
were to address him as “thief ”
and make him wear a sign indicating that
he was a thief, the client was to eat only
on the floor, and he was to dress in girls’
panties and be treated as a girl.

Much of the publicity centered around
the superintendent himself, who subse-
quently entered the hospital with “ner-
vous exhaustion.” But, it also was made
clear that the abuses were in the context
of a treatment approach called “behavior
modification,” which understandably
concerned those throughout the state in-
volved with other young, behavioral pro-
grams. Even though some newspaper ar-
ticles quoted professionals or state
administrators who pointed out that the
reported practices were a misuse of be-
havior modification procedures and
although one article had as its focus a
strongly positive picture of behavior
modification, behavioral programs
around the state essentially came to a halt
(May 1975).

In response to the original reports, the
Secretary of Health and Rehabilitative
Services through his director of the Di-
vision of Retardation and in conjunction
with the Department of Psychology at
Florida State University immediately
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appointed a team of nine outside investi-
gators whose task it was to determine the
facts in the case. After appropriate study,
the committee found matters to be less
evil than the newspapers suggested, al-
though the circumstances clearly in-
volved completely unacceptable abuses
both of clients and the methods of be-
havior modification. The ‘“chief psy-
chologist” turned out to hold his docto-
rate in another field and was hired against
the advice of three psychology consult-
ants and made director of the behavior
modification program. He was described
as ‘“‘energetic, hardworking, and en-
flamed with pseudoscientific zeal but . . .
not qualified and [experienced] to ad-
minister such a program” (May 1975).
The committee found that the abuses
were systematically applied as part of a
total program, whose intent appeared to
be constructive (May 1975).

Following the committee’s report, the
superintendent was transferred to a po-
sition not involving client services, the
director of the program and another
professional were released or resigned,
and three cottage parents were repri-
manded and retrained in another insti-
tution (except for one who resigned). The
program was discontinued.

The Joint Task Force

Soon after these actions, the director
of the Division of Retardation formed a
Joint Task Force that was charged with
providing the state with a document out-
lining the “philosophy, procedures, and
safeguards recommended for use in the
State’s administration of behavioral pro-
grams.” The members of the joint Task
Force included nine nationally-known
figures in the fields of applied behavior

! The members of the Joint Task Force were Sid-
ney Bijou (Department of Psychology, University
of Illinois), William Bricker (Mailman Center for
Child Development, University of Miami), Paul
Friedman (Mental Health Law Project), B. L. Hop-
kins (Department of Human Development, Uni-
versity of Kansas), Leonard Krasner (Department
of Psychology, State University of New York at
Stony Brook), Ivar Lovaas (Department of Psy-
chology, University of California at Los Angeles),
Jack May (Department of Psychology, Florida State
University), Jack McAllister (Director, Florida Di-
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analysis, retardation, and law.' The final
report of the Joint Task Force was issued
as guidelines proposed for implementa-
tion by the Florida Division of Retar-
dation. (It was also published as a mono-
graph in 1976 by the Research Advisory
Committee of the National Association
for Retarded Citizens.)

The document began with a general
statement of philosophy regarding be-
havior and behavior change, as well as a
historical review of approaches to caring
for retarded individuals and the atten-
dant legal issues. A lengthy section on
behavioral procedures began by outlin-
ing the organizational considerations for
the conduct of behavioral programming.
In particular, it listed the various levels
of personnel required, from direct care
to programming directors and outside
consultants, as well as their formal qual-
ifications (education and experience) and
their behavioral qualifications. It then
described and discussed each of a num-
ber of “procedures” for strengthening and
weakening behavior. The report also rec-
ommended procedures for monitoring
behavioral programming activities, in-
cluding the formation of a Peer Review
Committee (PRC) consisting of two to
four members of recognized doctoral-
level expertise in behavioral program-
ming.

The report concluded with a list of 14
formal recommendations. Among oth-
ers, these included employing a State Co-
ordinator of Behavioral Programming,
offering stipends for graduate training in
applied behavior analysis, developing an
in-service training program in behavioral
programming for staff, seeking legislation
in support of the guideline’s require-
ments for vendors, obtaining the coop-

vision of Retardation), Michael Nash (Department
of Psychology, Florida State University), Todd Ris-
ley (chair) (Department of Human Development,
University of Kansas), Philip Roos (National As-
sociation for Retarded Children), Sandra Twardosz
(report editor) (Department of Psychology, Uni-
versity of Tennessee), Ken Walsh (National Center
for Law and the Handicapped), Sue Warren (De-
partment of Special Education, Boston University),
and David Wexler (College of Law, University of
Arizona).
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eration of university-affiliated experts in
applied behavior analysis, and adopting
the report’s guidelines and recommen-
dations in their entirety.

This Joint Task Force report was an
important seminal document in the his-
tory of Florida’s retardation system and
the state’s behavior analysis community.
Because the events at the Sunland insti-
tution that led to the formation of the
Task Force concerned programming and
were explicitly behavioral in their ori-
entation (aside from whether such efforts
properly represented good behavioral
technology), nationally-known behavior-
al experts were well-represented on the
Task Force. Furthermore, its charge was
to make recommendations to guide the
state in its administration of behavioral
programming. In other words, the com-
position of the group (containing mostly
behavioral experts and yet somewhat
balanced with retardation and legal ex-
perts), the highly public context of its
origins, and the explicit nature of its re-
sponsibility all gave its final report con-
siderable influence, and this influence was
on behalf of increasing and improving
the role of behavioral programming in
the state’s retardation system. The for-
mal involvement of the Division of Re-
tardation helped lead to the report ac-
tually serving as a statement by the
division of proposed guidelines for the
practice of behavioral programming.

It took a few years for the full effects
of the 1974 report to be revealed, but its
eventual impact on the discipline of be-
havior analysis was significant. By estab-
lishing the general philosophy and meth-
ods of behavior analysis as the sole model
for changing the behavior of retarded cit-
izens under state care, it gave the field
the imprimature of the state in this one
area of service. At the same time, it spec-
ified a number of particular and influ-
ential roles for behavior analysts in this
venture and indirectly arranged for many
more. Put another way, the report and
its accumulating consequences formal-
ized the state’s need for the field of be-
havior analysis, and it did so in very spe-
cific ways that left relatively little room
for bureaucratic maneuvering or at-
tempts to substitute other models.
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PL 393 and the Bill of Rights of
Retarded Persons

In 1975 and 1977, the Florida legis-
lature passed and the govenor signed stat-
utes concerning the treatment of retarded
individuals. They were the result of many
influences of the time, including events
in neighboring Alabama that had led to
the Wyatt v. Stickney decision and the
efforts of the Florida Association for Re-
tarded Citizens and the Director of the
Division of Retardation.

A part of one of these statutes is termed
the Bill of Rights of Retarded Persons. It
is a statement by the legislature of the
state’s intention to clarify the rights of
retarded persons, to set up mechanisms
for protecting those rights, to mandate
the development of a plan for treatment
programs, to implement and support this
plan, and to support the normalization
principle by establishing an adequate
range of habilitation environments.

The importance of the statute was not
so much in describing a new set of rules
for those working with retarded individ-
uals as it was in providing some legal
support for the general changes that were
recommended in the report of the Joint
Task Force and that gradually evolved
through other documents and practices.
It was part of a series of major and minor
events that collectively constituted a
transition from a custodial to a treatment
model and was thus important in con-
tributing to a general attitude of change.

The statute also helped to give some
semblance of a legal footing to behavior
analysts working to develop the state’s
capability to deliver sound behavioral
services. For instance, the ‘“treatment
plan” referred to in the intent clause was
behaviorally-based, which gave this ap-
proach at least some legal context.
Another example of the statute’s benefits
was in the development of an abuse re-
gistry. This was a reporting system com-
plete with a hotline for the purpose of
encouraging employees or others to re-
port abuse of any kind so that it could
be investigated. The wording of the def-
inition of abuse covered the usual pos-
sibilities but included among them, “fail-
ure to provide adequate habilitation.”
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This meant that a facility that did not
offer effective behavioral programming
services to its clients (assuming such ser-
vices were required), either out of neglect,
malfeasance, or by intention, was engag-
ing in abuse. This facet of the definition
of abuse has occasionally been useful in
motivating reluctant facilities to develop
effective programming services.

IMPORTANT FEATURES OF
CONTINGENCIES

Developmental Services Program Olffice

This early history laid the foundation
for a number of wide-ranging develop-
ments in subsequent years. These de-
velopments collectively comprise a com-
plex system of contingencies involving
the activities of Florida’s behavior ana-
lysts and those with whom they interact
professionally. It is useful to examine the
important groupings of these contingen-
cies so as to understand their features,
effects, and interactions. This brief re-
view of Florida’s experiences will pro-
vide the basis for subsequent suggestions
about some general principles for devel-
oping the discipline at the state level.

The Florida Department of Health and
Rehabilitation Services is a 38,500 em-
ployee, 3.6 billion dollar agency, the larg-
est non-federal human services agency in
the country. Developmental Services is
a subsystem of this massive agency that
has budgetary and administrative re-
sponsibilities for services to develop-
mentally disabled persons in the eleven
districts of the department across the
state. The total allocation for 1986 was
265 million dollars in order to meet the
needs of 22,500 developmentally dis-
abled persons through the usual range of
services. These programs are largely
community-based and vendor-operated,
although four state-operated institutions,
serving a total of approximately 2,000
persons, remain in operation.

Developmental Services is also the pri-
mary source of employment for behavior
analysts in the state. For instance, ap-
proximately 80% of the membership of
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the Florida Association for Behavior
Analysis is supported through this office,
either directly or contractually. Although
behavioral activities occur within other
components of the department (e.g.,
mental health) and in other agencies, De-
velopmental Services represents the most
robust and developed behaviorally-ori-
ented system in state government and
forms the backbone for the funding and
application of behavioral technology in
the state.

The Developmental Services Program
Office is a state-level office within the
headquarters of the Department of Health
and Rehabilitative Services. The office is
responsible for Developmental Services
budget, policy, regulation, legislation, de-
velopment, data analysis, and in certain
instances, oversight of operations. Al-
though the program office does not have
line authority to the districts, the respon-
sibilities and control over these critical
areas allow the office to exercise consid-
erable influence in behavioral program-
ming statewide.

Of the 30 staff in the program office,
eight have behaviorally-oriented under-
graduate or graduate degrees or are Cer-
tified Behavior Analysts, with several
more staff having specific coursework and
experience with behavioral technology.
Two positions are formally behavioral
positions: a doctoral-level position in the
planning/development unit and a mas-
ter’s-level position in the operations/
oversight unit. These two positions co-
ordinate the various behavioral compo-
nents that provide a multi-faceted ap-
proach to improving programming.

The doctoral position, Senior Behavior
Analyst, is responsible for the planning
and development of behavioral initia-
tives at the state level. The position’s re-
sponsibilities within the program office
include directing the Florida Behavior
Analysis Certification Program, coordi-
nating and managing the contract for the
Florida Behavior Analysis Peer Review
Committee, coordinating the behavior
analysis budget, policy and legislative de-
velopment, and coordinating revisions of
the Behavioral Programming Guide-
lines. The Senior Behavior Analyst acts
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as liaison and consultant on behavioral
issues for the office.2

The master’s position, Behavior Anal-
ysis Consultant, is responsible for oper-
ations and oversight of behavioral issues
as the program office’s interface with the
districts and programs. The Behavior
Analysis Consultant is the program of-
fice’s liaison to the District Peer Review
Committees, the hub of behavioral ac-
tivity at the district level. This person
answers questions from the field regard-
ing the Behavioral Programming Manual
and behavioral issues in general. The Be-
havior Analysis Consultant provides
technical assistance in the field and con-
sultation to districts, programs, and in-
dividuals. In addition, this person may
accompany the program office’s quality
assurance team as well as the Peer Re-
view Committee on field visits to eval-
uate behavioral programming compo-
nents.3

The primary functions served by the
program office in the development of the
field of behavior analysis in Florida have
been in leadership, coordination, and fi-
nancial support, all in the context of the
powerful and pervasive influence that
only a division of a state agency can bring
to bear. As the above position descrip-
tions suggest, the program office has been
the source of countless initiatives that
have improved the state’s ability to de-
liver programming services, the major
activities being summarized in the fol-
lowing sections. At the same time, it has
served a critical coordinating role in im-
plementing these initiatives. In the early
years chronicled here, it was the program
office (formerly the Division of Retar-
dation) that took the first important steps
toward improving behavioral program-
ming capabilities.

Of course, one of the most important
functions of the program office has been

2 The Senior Behavior Analyst of the program
office is Jerry Shook. The individual previously
holding a similar position was Ray McKenzie.

3 The Behavior Analysis Consultant of the pro-
gram office is Michael Hemingway. The individual
previously holding a similar position was Stelios
Chimonides.
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its consistent financial support for be-
havioral programming over the past de-
cade. The office has hired behaviorally
trained staffto fill its own ranks, co-spon-
sored and provided funds for the initial
conference of the Florida Association for
Behavior Analysis, and participated in all
of its subsequent annual meetings. The
office also continues to coordinate and
provide all funding for the Florida Be-
havior Analysis Certification Program,
the Florida Behavior Analysis Peer Re-
view Committee, and the Behavioral
Programming Manual. Furthermore, it
annually submits legislative budget re-
quests for behavioral programming is-
sues such as specialized programs and be-
havioral positions.

The source of this political and finan-
cial support for behavioral programming
has extended through all levels of the pro-
gram office, and often higher. A series of
directors and administrators have con-
sidered behavioral programming to be a
critical component of the system, have
systematically fostered behavioral de-
velopment, and have stood behind be-
havioral programs and initiatives, espe-
cially in the early years, when it would
have been easier and more politically ex-
pedient to do otherwise.* This adminis-
trative commitment to behavioral pro-
gramming often stems from the early
experience that these individuals have
had in service delivery positions, where
they experienced first hand the effective-
ness of behavioral methods.

It is difficult to overstate the impor-
tance of the behavioral climate and ex-
pertise of this office of state government
to the development of the discipline in
Florida. It has given the imprimature of
the state to a myriad of major and minor
actions that have directly and indirectly
supported the efforts of behavior analysts
on behalf of retarded citizens, and in the
process it has supported the growth of
behavior analysis as a profession in Flor-

4 These individuals include Stelios Chimonides,
Ivor Groves, Jay Heckler, Richard Herring, James
Joyce, Francis Kelly, Charles Kimber, Jack Mc-
Allister, Ray McKenzie, Bob Roberts, and David
Rodriguez.
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ida. The following accomplishments
would have been much more difficult to
achieve without the support of the pro-
gram office.

Behavioral Programming Regulations

One of the direct consequences of the
report of the Joint Task Force was the
promulgation in 1978 of a formal regu-
latory document setting forth the mini-
mum requirements for behavioral pro-
gramming services in the state. The
Developmental Services Behavioral Pro-
gramming Manual (HRSM 160-4) is the
result of the joint efforts of the program
office, the Peer Review Committee, the
Behavioral Programs Review Commit-
tees, and all other elements of the state’s
developmental disabilities system. It sets
the tone for the delivery of behavioral
services to the developmentally disabled
persons of Florida by seeking to ensure
that behavioral programming is imple-
mented in an appropriate and ethical
fashion, thereby safeguarding client rights.
The current manual (now undergoing its
third revision) describes both the for-
malities of the bureaucratic system in
which programming must be conducted
as well as the technical aspects of behav-
ioral programming, including measure-
ment, acquisition, reduction, and main-
tenance and generalization procedures.

Although the impending revision is
likely to be more balanced and complete,
the present document tends to focus more
on reduction than acquisition procedures
because, appropriately or not, they are
often the source of greatest concern by
non-professionals and even some profes-
sionals. A primary feature of the manual
is the brief description of the minimum
features of each procedure that is ap-
proved under certain conditions for use
with clients in the state’s care. This spec-
ification helps to avoid terminological
misunderstandings and to constrain the
range of procedural variation to appro-
priate limits.

The present manual arranges these
procedures in four categories that are very
loosely defined in terms of (1) the degree
of risk that the procedure might be abused
or result in a situation that is dangerous,
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or unethical and (2) the degree of restric-
tiveness represented by the procedure.
Thus, the procedure referred to as differ-
ential reinforcement of other behavior is
included in the category of Basic Non-
Restrictive Procedures, and the use of
contingent harmless substances is in the
Mildly Restrictive Procedure group. Se-
clusion time out is considered the most
restrictive procedure routinely available
under limited conditions. Generally, the
more bureaucratically risky and legally
restrictive the procedure, the more ex-
tensive the approval and oversight re-
quirements. The Behavioral Program-
ming Manual also specifies those
procedures that are prohibited on the ba-
sis of departmental policy or legislative
mandate (e.g., procedures involving the
administration of painful or noxious
stimuli). However, it further provides a
mechanism for obtaining approval for
procedures not listed in the manual.

In addition to specifying approved and
prohibited procedures, the HRSM 160-
4 document also delineates the condi-
tions under which each procedure may
be implemented. The existence of a reg-
ulatory manual that formally approves
certain procedures for statewide use un-
der certain conditions is valuable for a
number of reasons. First, it encourages
use of a procedure only within certain
procedural limits, thus avoiding some of
the more unwise decisions that less well-
trained individuals might make. Second,
it allows practitioners to use procedures
in a manner consistent with established
practice with confidence that they are op-
erating with the approval of the state.
This framework not only gives practi-
tioners the legal security that their profes-
sional actions deserve (making them more
likely to use the full range of appropriate
procedures available), it is particularly
important in limiting the actions of su-
pervisors and administators who may
wish to prohibit procedures on the basis
of personal preferences or otherwise in-
tervene in technical decisions that are be-
yond their expertise. This latter conse-
quence of the manual is especially useful
when the treatment of choice may be a
fairly restrictive procedure that might
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come under close administrative and
public scrutiny. Third, in describing the
system of authority and responsibilities
for programming, the Behavioral Pro-
gramming Manual helps to define the role
of the program office in this regard, es-
tablishes the Florida Behavior Analysis
Certification Program, and formally sets
up the district level Behavioral Programs
Review Committees (BPRC) and Florida
Behavior Analysis Peer Review Com-
mittee (PRC) and describes their roles
and responsibilities (see below).

The Behavioral Programming Manual
is a critical component in the state’s be-
havioral system. It establishes other
components of the system and provides
the authority for the implementation and
operation of those components. It allows
practitioners to implement limited pro-
cedural operations while reducing the
probability of their abuse or misuse. It
gives all concerned a clear description of
what is required, allowed, and prohibited
and thus provides administrative and le-
gal security to behavioral practitioners.
In other words, it encourages the broad
use of behavioral programming by pro-
tecting both the client, the practitioners,
and the state.

Behavioral Programs Review
Commiittees

A Behavioral Programs Review Com-
mittee (BPRC) is required by Florida’s
Behavioral Programming Manual for
each of its eleven districts and four De-
velopmental Services Institutions. Com-
mittee members must be Certified Be-
havior Analysts and are appointed by the
head of Developmental Services for each
district or institution, although the po-
sitions are voluntary. The members’ for-
mal university training in behavior anal-
ysis ranges from none to those with Ph.D.s
from respected behavioral programs, with
examples from all levels in between these
extremes. The committee size usually
varies from five to fifteen members, plus
a committee chair. In an increasing num-
ber of instances, the committee is chaired
by the District Behavior Analyst. This
person holds the doctorate in behavior
analysis and is assigned full-time coor-
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dinating responsibilities in the district.
Committee members generally have oth-
er full-time duties in state- and vendor-
operated facilities and perform their
committee responsibilities in addition to
their regular job functions. This body is
often at the heart of the behavioral pro-
gramming effort within a district or in-
stitution and in many instances repre-
sents its source of behavioral expertise.

The BPRC’s primary function is to
provide direct oversight for certain be-
havioral programs and procedures used
within the district or institution. Com-
mittees have a regularly scheduled
monthly meeting during which the mem-
bership engages in several duties desig-
nated by the Behavioral Programming
Manual. In the present version, the com-
mittees are responsibile for reviewing
specified restrictive procedures for im-
plementation in district facilities (pro-
cedures categorized as non-restrictive do
not require approval by the committee).
Persons seeking procedure approval on
behalf of a specific client submit written
descriptions and appropriate documen-
tation to the committee chair before the
regularly scheduled meeting. The com-
mittee reviews the proposed procedure,
usually in the presence of its author, and
approves it for implementation, if war-
ranted, often with stipulations. Data from
the approved procedure are then provid-
ed to the committee at each scheduled
meeting for the duration of the proce-
dure’s implementation.

Aside from its formal bureaucratic
function, the meetings of the BPRC often
also serve an educational function, with
various practical behavioral topics being
discussed in this supportive verbal com-
munity. Often meeting sites are rotated
through the district’s various facilities so
that members may observe the level of
behavioral competence of each facility
and the environmental conditions under
which a procedure may be implemented.
This information can be particularly
helpful when a restrictive procedure is
being requested by a facility and the con-
text in which it will be implemented is a
salient factor in the approval process. The
committee’s educational role is enhanced
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by the common practice of encouraging
a limited number of visitors to attend
meetings in an observer capacity. These
guests might be staff of the facility hous-
ing the meeting or another facility within
the district or a member of the local De-
velopmental Services Human Rights Ad-
vocacy Committee (which is composed
of volunteer citizens not employed in the
retardation system).

More indirectly, the BPRC provides a
local presence for behavioral program-
ming in the districts. Committee respon-
sibilities set the occasion for interaction
with facilities within the district con-
cerning each facility’s behavioral pro-
gramming effort. The committee’s visit
to a facility as part of its meetings offers
it an opportunity to observe compliance
with behavioral programming guidelines
and policy. This sort of interaction usu-
ally leads to pressure from the committee
for the facility to increase the quantity
and quality of its behavioral program-
ming effort. The members’ position on
the committee thus challenge them to
function more as behavioral peers than
as employees of different state and ven-
dor facilities. The committees generally
have a professional style in which they
act on behalf of the discipline of behavior
analysis and the clients being served.

Not only do the BPRCs often provide
a focal point for individual district be-
havioral activites, they also function as
a central contact point in the district for
behavioral networking across the state.
Program office information may be
transmitted statewide by contacting the
chairpersons of the district and institu-
tion BPRCs who can, in turn, pass the
information on to behavior analysts
within their district or institution. Other
entities, such as The Florida Association
for Behavior Analysis or other BPRC
chairpersons, may also make use of the
network to contact large numbers of be-
havior analysts with relatively little ef-
fort. Regularly scheduled meetings of the
state’s BPRC chairpersons is a recent de-
velopment, so the potential power of the
network is only beginning to be devel-
oped.

Finally, the BPRCs also provide feed-
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back to the state program office and the
Peer Review Committee on critical is-
sues within the districts and institutions.
This communication helps to keep be-
havior analysts in the program office and
on the PRC in touch with key issues in
the field and provides a more direct link
to the contingencies under which field-
based staff operate. Often BPRCs are a
critical component in a feedback loop to
the program office on state policies and
initiatives generated by that office. The
information from BPRCs, unlike that
from other sources, is generally provided
within a behavioral framework. BPRCs
often initiate action by presenting issues
to the program office. In some cases, these
issues might not otherwise have surfaced
until they became of sufficient magnitude
to result in a crisis.

In summary, although not all of the
state’s Behavioral Programs Review
Committees have attained the complete
level of functioning described here, they
generally provide organized groups of be-
havior analysts at the heart of the state’s
behavioral programming field opera-
tions. They have obvious quality control
duties, but their less official functions are
at least as important. They monitor, ed-
ucate, troubleshoot, consult, problem
solve, communicate, and lobby on behalf
of behavior analysis. In other words, the
members of the BPRCs are the state’s
leaders in the behavioral programming
effort at the local and often the state-wide
level. Their duties on the committee pro-
vide a powerful, professional, and every-
day presence at the local level represent-
ing the agenda of the discipline in this
sector of state government.

Peer Review Committee

Description and selection. The Peer
Review Committee (PRC) plays a critical
and pervasive role in the web of contin-
gencies that involve behavior analytic ac-
tivities in Florida. As already described,
this body was recommended by the Joint
Task Force and formally established by
the Behavioral Programming Manual to
serve the Development Services Program
Office in an advisory capacity regarding
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the application of behavioral technology
in the state’s retardation system. The
word “peer” refers to the evaluation of
the state’s behavioral programming effort
by experts from the parent discipline,
rather than by committees composed of
representatives from other disciplines or
by professional bureaucrats or citizens.

The PRC is composed of eight persons
who serve staggered seven-year terms.’
The length of this term was chosen by
the committee because of the lengthy on-
the-job training required (one to two
years) and the need for continuity in the
face of relatively slow change in a com-
plex system. The now-established selec-
tion process is for the existing committee
to nominate candidates for consideration
by the program office, which then selects
from among the individuals qualified by
the committee’s nomination process. In
this manner the professional expertise of
the committee is used to define the min-
imum credentials of its members, and the
program office staff retains the final de-
cision-making power that is appropriate
with a state-funded professional com-
mittee. The committee elects a chairper-
son who serves in this capacity for a pe-
riod of two years and a vice-chairperson
who succeeds the chair.

The formal criteria for selection to the
committee are that candidates (1) have
earned the doctorate in psychology, ed-
ucation, or related fields, (2) have had
extensive formal training in behavior
analysis, (3) have had experience in the
application of that training to retardation
populations and settings, (4) presently
hold a faculty appointment in the area of

5 The present PRC membership includes Nathan
Azrin (Nova University), Hewitt B. Clark (Florida
Mental Health Institute, University of South Flor-
ida), Brian Iwata (University of Florida), James M.
Johnston, chair (Auburn University), Janet Kistner
(Florida State University), Jack Sandler, past chair
(University of South Florida), Stephen Strichart
(Florida International University), and William
Wolking, vice-chair (University of Florida). Past
members include Diane Bricker (Mailman Insti-
tute, University of Miami), John Bailey (Florida
State University), Robert Davidson (University of
Miami), Jack May, past chair (Florida State Uni-
versity), H. S. Pennypacker, past chair (University
of Florida).
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their training at an institution of higher
education, and (5) are not regular em-
ployees of HRS. Of course, these formal
standards are only the foundation for the
committee’s deliberations.

Activities. The activities of the com-
mittee as a whole, in the form of sub-
committees, and as individual members
cover a wide range of professional ser-
vices to the state and to the discipline.
All activities are conducted through an
annual state contract between the pro-
gram office and a provider or vendor.
The vendor is a member of the commit-
tee who has a private corporation and the
time and interest to conduct various ad-
ministrative duties.® The Senior Behav-
ior Analyst of the program office is the
manager for the contract and the official
liaison between the committee and the
program office.

Perhaps the most time-consuming PRC
activity is monitoring or conducting on
site reviews of (1) the existence and qual-
ity of the application of behavioral tech-
nology to the behavior of retarded clients,
(2) the use of behavioral technology to
manage the behavior of employees in-
volved in the delivery of behavioral pro-
gramming services, and (3) all aspects of
retardation settings and the state’s retar-
dation system that affect the quality of
behavioral services. Monitoring priori-
ties and a general time frame are devel-
oped each year by the program office staff,
although the opinions ofthe PRC are also
considered in this decision. The entities
for these visits include the state’s 11 dis-
tricts by which the Department of Health
and Rehabilitative Services (HRS) ad-
ministers its programs, the state’s four
institutions for retarded citizens, a num-
ber of special purpose facilities admin-
istered by the state, and private vendors
who contract with HRS to serve its clients
(which are usually monitored as a part of
district visits, but which may occasion-
ally be the sole focus of an on site review).
The number of on site visits made in
recent years has ranged from about six
to ten.

¢ Originally H. S. Pennypacker and now James
M. Johnston.
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The parameters of these visits vary
considerably from one occasion to
another. They are organized and coor-
dinated by the PRC provider (in concert
with the program office), who works with
a representative of the entity to be mon-
itored in selecting dates, ensuring that all
necessary personnel will be present, and
accumulating preliminary materials for
the monitoring team. In addition, the
provider works with the Senior Behavior
Analyst in the program office in selecting
the PRC members who will compose the
review team, making hotel arrange-
ments, and communicating with team
members. The size of review teams de-
pends on the nature of the district or fa-
cility to be visited, but usually ranges from
three PRC members for two days (for
monitoring a small or special purpose fa-
cility) to five or more members for three
days (for monitoring a large district). The
Senior Behavior Analyst from the pro-
gram office also participates in site visits.

The visit begins with the early arrival
(usually half a day before the entire team)
of the Senior Behavior Analyst and the
PRC coordinator for the visit. This ad-
vance team meets with key personnel
from the target district or facility to ar-
range the final details of scheduling. Upon
arrival, the team members organize their
schedule and then break into two-person
sub-teams to conduct the actual moni-
toring. One team also meets with critical
personnel or committees, such as the Be-
havioral Programs Review Committee
for the district or institution.

On district visits, a sub-team may
spend anywhere from an hour or two to
an entire day at a single program. The
two members usually stay together when
observing programming or talking with
personnel and clients so that there can
later be no question about what was said
or observed. PRC members get quite
skilled at quickly assessing the critical
factors that determine a facility’s pro-
gramming effort. In their evaluation, they
consider every facet of the programming
effort and all of the factors that influence
it. This includes the paperwork associ-
ated with behavioral programming, the
training and skills of all relevant em-
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ployees (including supervisory and ad-
ministrative personnel who might not be
expected to actually conduct program-
ming but who are ultimately responsible
for it), structural administrative matters,
all facets of client needs, the availability
of needed resources, and even bureau-
cratic political issues. Of course, an im-
portant part of the review is direct ob-
servation of the implementation of client
programming.

The exit interview is a two-hour meet-
ing held on the afternoon of the last day
of the visit. In addition to the team mem-
bers, anywhere from six to twelve people
from the district office or facility being
monitored are present, including those
with the most responsibility for behav-
ioral programming and those individuals
with the highest level of authority in the
entity (i.e., the district administrator or
the institutional superintendent). On dis-
trict visits, representatives of private
vendors are not invited, both because they
have already been given feedback by the
sub-teams who visited them and so as to
allow candid discussion with district per-
sonnel of all vendors that were moni-
tored as well as issues that related to the
district as a whole.

This two-hour meeting consists mostly
of a presentation summarizing the team’s
findings led by the PRC member who is
coordinating the visit, although time is
also given to the other PRC members and
to questions from the district or facility
personnel and discussion of the team’s
observations. The program office’s Se-
nior Behavior Analyst is present; how-
ever, he plays a distinctly secondary role,
making clear that the monitoring visit is
the business of a group of independent
experts representing the profession of be-
havior analysis, rather than the work of
the program office.

The overall tone of the meeting is care-
fully designed to be constructive, al-
though there is considerable variation in
the style of particular observations de-
pending on many factors, including pro-
gress since the last visit. The standards
that guide the committee’s assessments
are intentionally unwritten because they
come from the collective judgement of
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the team members, tempered by numer-
ous subtleties unique to the district or
facility being monitored. For instance, a
vendor-operated facility that has only a
very limited behavioral programming ef-
fort may be praised and encouraged be-
cause their effort may represent consid-
erable progress under adverse conditions
(such as no one on staff who is especially
«nowledgeable in behavioral proce-
dures), whereas another facility with bet-
ter programming may be firmly criticized
because it has a number of better-trained
staffand has made no progress. Although
the committee approaches these visits
with a consistent general orientation, each
visit calls for unique judgements about
the substance and tone of the team’s re-
actions that are based on a great many
factors.

Soon after the visit, the PRC member
who coordinated affairs on site begins
preparing a report to the program office.
Team members contribute rough drafts
of sections concerning sites that they vis-
ited and all team members receive a com-
plete draft for their comments. The re-
port is a document of about 15 to 20
double-spaced pages that details the
team’s findings and issues recommen-
dations about changes that would im-
prove the behavioral programming ef-
fort. Because the team is representing the
profession, in both the exit interview and
the report there are no constraints placed
by the program office on either the team’s
evaluation of programming or its rec-
ommendations. Thus, the recommen-
dations sometimes go beyond the re-
sources of the monitored entity (e.g., a
recommendation to hire more behavior-
ally qualified personnel, even though it
may be clear that financial resources are
limited). However, because the report is
addressed to the program office, such rec-
ommendations serve as guides to the state
about the resources necessary to facilitate
sound behavioral programming.

After evaluating the report, the pro-
gram office disseminates it to the entity
that was monitored. Then the program
office negotiates a plan of corrective ac-
tion with the district or facility. This writ-
ten document later serves as a basis for
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guiding improvement efforts, continuing
evaluation by program office staff, and
assessing progress by the PRC on its next
visit. Because of the plan of corrective
action process, the team’s comments and
recommendations cannot simply be cas-
ually ignored. In other words, although
the team is seen as representing the
profession, its evaluations are also viewed
as having the full support of the state
through the program office.

As the reputation of the PRC as an
independent professional body has de-
veloped, a second but related role that
has evolved in recent years is as a par-
ticipant in investigations conducted by
the Inspector General’s Office of HRS.
The situations in which the PRC be-
comes involved are usually legally-de-
fined, but in some way partly concern
behavioral programming. In such cases,
the program office is asked by the In-
spector General’s Office to provide a PRC
monitoring team, which is selected in the
usual manner, but which operates as part
of a much larger monitoring effort. The
details of this type of PRC monitoring
vary greatly with the circumstances, but
its report is usually included as a part of
the final report by the Inspector General’s
Office.

A third type of activity by PRC mem-
bers is approving requests for behavior
change programs that are not described
in the HRSM 160-4 Behavioral Pro-
gramming Manual. Recall that this doc-
ument not only specifies those behavioral
procedures that are generically approved
for use with clients, they also allow staff
to seek approval of procedures not spe-
cifically described. The final step in this
approval process is for the program office
to forward each formal request to one or
more PRC members for evaluation. This
role for PRC members accomplishes a
number of important benefits. It helps to
protect clients, staff members, their em-
ployers, and the state from well-intended
but naive and inappropriate attempts at
changing behavior in the name of behav-
ior analysis, although it hardly precludes
such possibilities entirely. In doing so, it
provides the program office with a
professionally-defined set of boundaries
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for acceptable behavior change proce-
dures. It also tempers the formality of the
Behavioral Programming Manual by al-
lowing a necessary measure of procedural
flexibility, but in a manner that protects
against poorly-trained staff. Finally, it
helps makes clear that the PRC sets the
professional standards for the practice of
behavioral programming with the state’s
retarded citizens.

A fourth kind of PRC activity is in-
dividual consulting as a member of the
PRC for problems designated by the pro-
gram office. These problems often con-
cern a particular client who is presenting
behavioral challenges that local resources
have not been able to address satisfac-
torily. In such cases the program office
asks a PRC member to spend one or more
days consulting with local personnel in
order to ameliorate the difficulty. When
the presenting problem sometimes con-
cerns a local situation involving behav-
ioral programming that has to do with
particular procedures that have been used
or complaints that have been lodged
against a facility, the PRC member will
be accompanied by a member of the pro-
gram office.

A fifth category of PRC activity in-
volves offering formal training that is de-
signed to improve the state’s capability
to offer sound behavioral programming
to its clients. Over the years, this training
has included routine academic courses,
special courses offered through those in-
stitutions to non-degree students who are
employed in facilities for the retarded,
workshops and short courses offered
through colleges and universities or at
facility sites for employees, and ongoing
private consulting relationships between
individual PRC members and state and
vendor operations. This training contri-
bution was especially critical in earlier
years when the depth of behavioral ex-
pertise in the state was much more lim-
ited than at present.

A sixth role that the PRC plays is as a
consultant in the development, mainte-
nance, and administration of the state’s
Behavior Analysis Certification Exami-
nation. It was at the instigation of early
PRC members that the entire certifica-
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tion program was developed. Subse-
quently, various members have served
with program office personnel and testing
consultants on the advisory committee
for the contract to develop the present
examination, as content experts during
its development, in developing the cur-
riculum guide, in developing the infor-
mation and registration booklet, in the
administration and scoring of the ex-
amination, in annually revising the ex-
amination, and in defending the exami-
nation in administrative hearings.

Finally, the PRC serves the state and
the profession in a variety of miscella-
neous ways no less important than those
described above. One of these is in mak-
ing presentations of a professional nature
to groups involved in one way or another
in behavioral programming. Another
visible role is in giving talks, serving on
symposia and panels, and being generally
available at annual meetings and confer-
ences of the Florida Association of Be-
havior Analysis. A third role is as a source
of support on behalf of the discipline of
behavior analysis for various policies and
practices that the program office is trying
to establish or maintain. This support
may take the form of meetings with of-
ficials of HRS or non-governmental or-
ganizations, or it may be in the form of
written statements representing formal
positions taken by the PRC.

These miscellaneous activities have in
common a fairly explicit political agenda
for the PRC. The political motivation
may come from the program office, or it
may come from the PRC itself. In either
case, the goal of each such occasion is
always one that has the professional sup-
port of the members of the committee.
What is significant is that an office of state
government is asking a group of individ-
uals representing the discipline of behav-
ior analysis to assist it in accomplishing
changes in policies or practices that,
whatever other benefits, will in some way
further develop the profession within the
state. The existence of the PRC thus gives
these individuals a state-supported for-
um from which to lobby for circum-
stances that are in the interest of their
discipline.
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Critical issues. From the perspective of
the program office, the PRC may be seen
as a mechanism for obtaining the guid-
ance and technical assistance of available
experts in the professional discipline
whose technology it uses to provide ser-
vices to its clients. From the perspective
of the discipline of behavior analysis,
however, the PRC may be viewed some-
what differently. It is an opportunity for
the discipline to exert considerable influ-
ence in numerous ways on not just the
quality with which its technology is prac-
ticed but on the general and specific cir-
cumstances under which it is applied.
These circumstances include the depth
and breadth of training of professional
and paraprofessional practitioners, the
quality of the applications themselves, the
bureaucratic environment in which the
technology is used, the general profes-
sional environment in the state, and the
support available from the academic
community.

The PRC provides these opportunities
because the program office finds it in its
interest to support the committee, be-
cause its members find it in their interest
to participate, and because of the profes-
sional credentials of its members that
garner the attention of those with whom
they interact. The benefits that the com-
mittee provides to the program office
seem clear enough, but what maintains
the participation of its members? There
are a number of critical factors here. Cer-
tainly the daily consulting fee is an effec-
tive reinforcer for otherwise deprived ac-
ademics, but it is less than the members
may make for other types of consulting.
Another important consequence might
be described in terms of the change that
participation is able to produce. Mem-
bership on the PRC enables one to have
direct and significant impact not only on
the care given to individual clients and
the design and operation of the state’s
service delivery system, but on many fac-
ets of the discipline as it is represented
in the state. Finally, not all doctoral-level
academic behavior analysts in the state
can be members at one time, and the
personal and professional consequences
of simply being a member of the com-
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mittee also probably contributes to one’s
willingness to serve.

Experience with this committee sug-
gests that there are particular features of
its operation that may be critical to its
continuing vitality and effectiveness. One
of these is obviously the political support
of the program office. Although such sup-
port has certainly been earned, an effec-
tive PRC still requires a courageous
branch of a state human services agency.
In this case, the Developmental Services
Program Office has had the fortune to be
directed by a series of individuals who
were not threatened by sponsoring a
professional group that was intended to
operate with considerable independence
from the bureaucracy. Of no less import
is the core of employees within this office
over the years who have been able to
place benefits to the client ahead of nat-
ural bureaucratic tendencies in their un-
swerving support of the committee (see
footnote 5).

Of course, support by the program of-
fice also refers to financial support. Al-
though it is expected that the PRC will
eventually obtain its own line in the state
budget, it has thus far been funded out
of miscellaneous monies that its sup-
porters have been able to beg, borrow,
and steal from other categories. This has
meant some degree of budgetary uncer-
tainty each year, but enough money has
been available to permit it to carry on
without undue hardship.

The committee’s independence status
warrants further elaboration as another
prerequisite to a useful and enthusiastic
body. As an advisory committee, its
members are independent of both their
academic institutions and the program
office. There is a strong awareness on the
part of the members and the program
office that the committee is at all times
acting on behalf of the discipline of be-
havior analysis. The program office re-
mains unceasingly respectful of this in-
dependence, and the committee does not
abuse it. However, because the interests
of the program office on behalf of HRS
employees and clients and the interests
of the PRC members on behalf of the
discipline are largely synonymous, there
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are rarely conflicts of any significance be-
tween the committee and its sponsor.

This harmonious relationship is due in
part to another important feature of the
PRC’s functioning. The criteria for se-
lecting members and the style of the com-
mittee’s work (under which new mem-
bers are “trained”) include a strong
appreciation for the characteristic of
“real-world” relevance and practicality.
The selection of PRC members from the
academic community has many benefits,
but an associated risk is that some in-
dividuals may have insufficient sensitiv-
ity to the practical realities of life in the
service-delivery and bureaucratic trench-
es. The requirement that members have
applied experience in retardation settings
is therefore quite important, as is a con-
tinuing emphasis on balancing profes-
sional ideals with a well-developed
awareness of the practical context of one’s
advice.

Behavior Analysis Certification
Program

History and description. When the PRC
was first organized about ten years ago,
it quickly learned from early monitoring
trips that the were relatively few individ-
uals in the state who had the different
levels of training and expertise that were
necessary for building an effective deliv-
ery system for behavioral technology in
the state’s retardation settings. This de-
ficiency existed at all levels, from doc-
toral specialists to supervisory staff to di-
rect care workers. For monitored facilities
to even understand the PRC’s sugges-
tions, there had to be at least a few per-
sonnel available with at least some ele-
mentary training in basic principles of
behavior and their application to the be-
havior of retarded individuals.

The response of the program office and
the PRC was to organize a series of work-
shop-style training efforts throughout the
state. An examination was informally de-
veloped in-house to assess the effective-
ness of this training, and those who did
well were given certificates. As a variety
of contingencies at work in the state on
behalf of behavior analysis began to ac-
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cumulate, the demand for the program
office to sponsor more workshops grew.
At the same time, it became increasingly
clear that the original examination had
to be replaced with a more appropriate
instrument. Accordingly, the program of-
fice promulgated a Request For Propos-
als for developing a certification exami-
nation and a set of curriculum materials.
A contract was eventually awarded to a
firm specializing in designing criterion-
referenced tests.

The experiences of developing the ex-
amination over the next two years and
the two subsequent years to date of ad-
ministering, scoring, evaluating, revis-
ing, and defending the exam showed the
good fortune of this decision to award
the contract to test design specialists. The
process of developing and using a profes-
sional certification exam turned out to be
a complex and highly technical enterprise
bounded by a substantial body of case
law, all of which was news to the behavior
analysts who were heavily involved.

The process began with the develop-
ment of a rough draft of competency
clusters, tasks, and standards based on
the Behavioral Programming Manual
(HRSM 160-4), the old exam, other
professional materials, and consultation
with a number of content experts. Then,
a second edition was created based partly
on review by content specialists. A third
version in the form of a pilot test survey
resulted from still more extensive work
with a variety of content experts, and then
the survey was distributed to a number
of individuals both statewide and na-
tionally, ranging from certified individ-
uals to doctoral-level experts at colleges
and universities. The respondents rated
each task in every competency cluster on
its criticality and its required proficiency.
An analysis of these data led to the fifth
edition, which then underwent field test-
ing at three sites in the state. The results
of this field testing were then analyzed
and further revisions were made after an
outside test consultant evaluated the
exam and the final proposed revisions.
During this entire process the highest
standards of test security were main-
tained.
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The content of the finished examina-
tion is intentionally fairly elementary. It
covers about the same amount of mate-
rial that might be taught in a one-quarter
college course. Its coverage is broken into
ten sections: Deciding to intervene, se-
lecting assessment and measurement
methods, observing and recording be-
havior, displaying data, interpreting data,
effectively changing behavior, writing a
behavioral program, training staff, eval-
uating behavioral treatments, and man-
aging staff and behavioral programs.

These topics should suggest that the
exam focuses rather narrowly on evalu-
ating the examinee’s understanding of a
behavioral approach to the problems of
managing client and staff behavior in re-
tardation settings and the basic principles
underlying behavioral programming and
its most familiar procedures. However,
the test items are unlike those with which
most academics are familiar. In partic-
ular, the multiple choice items are almost
entirely phrased in terms of hypothetical,
though believable, applied situations so
as to discriminate between examinees
who have only learned some terminology
and those can correctly respond to the
question’s focus in practical terms. Even
individuals with decent graduate-level
training in behavior analysis but without
applied experience in retardation cannot
be assurred of passing without special
preparation, and those who have only ex-
perience in retardation, but little training
in the basics of behavior analysis, have
very little chance of success.

After administering the new exam three
times over a period of a few months, the
exams were scored, using a detailed an-
swer key for the free response items. Two
scorers independently score each exam,
and each discrepancy is then scored by a
third individual (all PRC members). An
item analysis was conducted on the scored
exams, which led to the elimination of
certain items according to standard cri-
teria before final scores were calculated.
Then, a group of 16 individuals repre-
senting all facets of the retardation sys-
tem (parents, vendors, advocacy com-
mittee members, district program
managers, BPRC and PRC members, and
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program office personnel) convened for
a full day to reach consensus on the pass-
ing score. In this session, concern was
broadly expressed that passing the exam
truly certify a sound understanding of be-
havioral technology and the ability to ap-
ply it effectively, even though that might
mean that as many as two-thirds of the
examinees would fail to pass. Finally, the
examinees were given their scores.
Throughout this costly and time-con-
suming venture, a number of program
office staff and PRC members worked
closely with the test designer and an out-
side testing consultant, and this relation-
ship continues because the responsibility
of administering a certification program
requires a continuing revision of the ex-
amination and the administration and
scoring procedures.’

The cost and effort is necessary, how-
ever, not only to construct a certification
program that will effectively discriminate
between those who have a useful com-
mand of the material covered and those
who do not, but to be able to defend the
program from legal assault. It is axio-
matic that certification programs are rou-
tinely challenged through administrative
hearings and in court. In fact, the failure
of a few among those who do not pass to
challenge the process probably means that
itis not yet very important to be certified.
If the entire development and adminis-
trative process does not meet the stan-
dards established by case law, then there
is considerable risk that the entire effort
(and the efforts of all who have earned
certification) can be thrown out.

Critical issues. The Florida Behavior

7 In addition to administrators whose support was
critical (Ivor Groves, Charles Kimber, David Rod-
riguez, Richard Herring, and Bob Roberts), those
program office staff involved have at one time or
another included Ray McKenzie, Stelios Chimo-
nides, and Jerry Shook. PRC members have in-
cluded Nathan Azrin, Hewitt B. Clark, James M.
Johnston, Jack Sandler, and Bill Wolking. The test
designer was Ludwika Goodson, president of In-
structional Design Systems in Tallahassee. The out-
side test consultant was Jacob Beard, Florida State
University. The group most closely associated with
the development of the examination to date is Jacob
Beard, Ludwicka Goodson, James M. Johnston, and
Jerry Shook.
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Analysis Certification Program is more
than just an examination, however. It is
a complex set of contingencies formally
designed to influence the behavior of a
number of different kinds of people in
different ways. Of course, the program is
obviously intended to encourage those
who work with clients or who supervise
those who do to seek training in the ma-
terial covered by the examination. As of
this writing, approximately 300 individ-
uals have been certified by this process,
and the number of applicants for the exam
is growing with each administration (150
individuals recently took the examina-
tion, an increase of 50% over last year).
Furthermore, for every certified individ-
ual, there are at least one or two who have
also studied for and taken the exam but
who failed to attain the cutoff score (al-
though most of these will prepare further
and try again).

What are the circumstances that mo-
tivate individuals to prepare for and take
the examination? Because so many in-
dividuals are either certified or attempt-
ing to become certified, everyone work-
ing in retardation settings knows or even
works with at least one of them and hence
sees colleagues learning useful skills from
their preparations and being more effec-
tive on the job. At the same time, they
may see or anticipate seeing their certi-
fied co-workers earn promotions, raises,
praise from superiors, appointment to the
BPRC, and other reinforcers as a result
of these skills. (Although the program of-
fice has not yet been able to arrange an
automatic higher pay grade for certified
employees, private vendors are not so
constrained by the bureaucracy and often
pay certified workers more than others
with otherwise comparable credentials.)
Non-certified individuals may often want
to apply for higher-level positions or
switch employers for better jobs and may
see certification as their ticket. Another
major source of motivation for some ex-
aminees is pressure from their employer,
usually because of general or even ex-
plicit pressure from the district’s pro-
gramming people or even the PRC’s
monitoring efforts. However, when the
examinee is otherwise unmotivated or
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possibly unprepared academically to
profit from training, this set of contin-
gencies can fail to produce the desired
result. Finally, part of the motivational
picture for any examinee probably has
something to do with the social reinfor-
cers that accrue to certified individuals,
many of which have been explicitly ar-
ranged by the program office and the PRC.

As a result of this increase in the num-
ber of individuals seeking training in areas
covered by the examination and with the
explicit and systematic encouragement of
the program office and the PRC, there
has been considerable growth in training
opportunities of all kinds throughout the
state. With the support of the PRC, the
program office stopped sponsoring work-
shops a few years ago and instead focused
on helping districts and vendors work to-
gether to develop local training re-
sources. Thus, there are now a variety of
locally-managed arrangements in routine
operation, including workshops offered
by private consultants, workshops spon-
sored by districts, college courses taught
explicitly for retardation system employ-
ees at convenient times and places, and
local consultantships for training pur-
poses.

Of course, not all training experiences
are of equal effectiveness, but it is antic-
ipated that the natural contingencies of
the free market will eventually weed out
ineffective training efforts. To encourage
sound training, however, a Curriculum
Guide, which was developed as part of
the certification exam contract, has been
produced and made commercially avail-
able. It is intended to be used by both
teachers and students and includes a de-
scription of the coverage of the exam, the
sources for its content in the professional
literature, the content standards for the
exam, and pre- and post-tests to allow
users to assess the need for and the effects
of their preparation. It should be clear,
then, that the certification program is also
intended to influence the behavior of
those who are capable of offering training
by encouraging them to offer the right
kind of training when asked to help by
local personnel.

A related goal is to encourage depart-



DEVELOPING BEHAVIOR ANALYSIS

ment heads and deans in the higher ed-
ucation system to hire more faculty with
behavior analysis credentials so as to meet
this increasing demand, which has al-
ready happened in at least one case. While
this effect will be gradual, each new col-
lege or university faculty member that
comes into the state gradually develops
a range of influences on and off campus
that bode well for the discipline.

The certification program is further in-
tended to facilitate the actions of state
retardation personnel in attempting to
provide sound behavioral programming
to clients. It has the direct effect of pro-
viding better-trained individuals for em-
ployment by the state and by private ven-
dors. For example, this allows state
facilities in the district to hire behavior-
ally-skilled individuals and for the dis-
trict office to insist on vendor contracts
that specify behaviorally-trained person-
nel and appropriate use of behavioral
programming. It similarly gives vendors
pressured the district or by PRC moni-
toring a credential to help guide their hir-
ing decision and the means to comply
with demands for good behavioral ser-
vices. Each additional behaviorally-
trained employee produces significant
changes in the setting in which he or she
works, which in turn changes the behav-
ior of clients and other staff.

An increase in the number of behav-
iorally-trained workers in the retardation
system also has subtler effects. It in-
creases the likelihood that people with
behavioral training will earn positions of
influence in state and private settings,
which then may further accelerate the in-
fluence of the discipline. As the propor-
tion of behaviorally-trained persons
working at different levels in the system
increases, those who do not have such
training may be expected to be more ef-
fectively influenced in ways consistent
with the role of behavior analysis in re-
tardation, an observation that is now
routine. An institutional superintendent,
for example, who works from a general
bureaucratic perspective is more likely to
make decisions that are in the interest of
good behavioral programming if the as-
sistant superintendent or other senior
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personnel approach their work from a be-
havioral perspective.

Another benefit of increasing the num-
ber of people in the state with even the
modest level of behavioral training that
the certification program formally de-
mands is that it increases the number of
people who identify with behavior anal-
ysis as a discipline. Most of the people
who go through what for them are special
and time-consuming preparations to pass
the examination do not have graduate
training in any field, and some do not
have the baccalaureate degree. Passing the
certification exam is an important
achievement, and those certified (as well
as those who receive training but do not
eventually earn certification) tend to
identify with the discipline of behavior
analysis. These individuals are more
likely to join and attend meetings of the
Florida Association for Behavior Anal-
ysis and to take positions in their day-
to-day activities on the job that are con-
sistent with a behavioral perspective.
Some even join the Association for Be-
havior Analysis and attend its meetings.

In fact, it seems that the benefits of the
certification program are disproportion-
ally large to the minimum amount of
training involved. Of course, the para-
professional level of the present effort can
gradually be raised as the state’s training
capabilities and other factors permit.
Some steps in this direction are already
developing. Although many of these
training efforts are fairly specifically
aimed at preparing students for the ex-
amination, others cover additional ma-
terial. It is anticipated that the present
tendency to organize more workshop-
style than college course-style training
opportunities will gradually shift as more
behaviorally-qualified faculty are avail-
able. There are also joint efforts under-
way between the program office and the
university system to develop one-year,
non-thesis, terminal master’s programs
in retardation behavior analysis.

Developing a certification program
such as this would seem to require at least
three elements: a strongly supportive state
agency, a willing cadre of doctoral-level
experts in the application of behavioral
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technology to retardation, and an ade-
quate supply of funds (perhaps $150,000
over two to three years). Additional pre-
requisites include a source of profession-
al expertise in the field of criterion-ref-
erenced certification test development
and at least the beginnings of a system of
training opportunities available to the
pool of potential examinees than can pre-
pare them to take the examination. With
all of this, then all it takes is work.

Florida Association for Behavior
Analysis

History. In September of 1980, the
program office, with the assistance of the
PRC and other behavior analysts active
in the retardation area, sponsored a “work
session” on behavior analysis in retar-
dation. It was at this conference, which
over 500 people attended, that a meeting
was held for the purpose of organizing
the Florida Association for Behavior
Analysis (FABA).

The purpose of this organization is “to
promote the use of effective and humane
behavior analysis procedures with nor-
mal and developmentally disabled chil-
dren and adults throughout the state of
Florida.” It is administered in traditional
fashion with an executive council com-
posed of a president, secretary-treasurer,
president-elect, and three members-at-
large, all elected by the membership at
the annual convention.®! The major ac-
tivities of the organization include hold-
ing an annual convention and pre-con-
vention institute, conducting a two-day
theme conference, and publishing a quar-
terly newsletter and a membership di-
rector.

The annual pre-convention institute
and convention is usually held for three
days in September in either Orlando or
Tampa, both easily reached by members
traveling from different parts of the state.
FABA is organized like the ABA con-
vention in every respect, with invited and

8 The presidents of FABA have included (in or-
der) Nathan Azrin, H. S. Pennypacker, Jerry Mar-
tin, James M. Johnston, Gary Jackson, Jon Bailey,
Hewitt B. Clark, and Maxin Reiss.
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submitted addresses, symposia, work-
shops, papers, panel discussions, and
posters. (The certification examination is
also administered in conjunction with the
convention.) The topics cover all aspects
of behavior analysis as practiced in the
field of retardation. However, over the
years there has been a carefully-planned
broadening of the organization’s focus
with increasing excursions into mental
health, special education, and business,
among other areas.

The program has regularly featured a
keynote speaker and a number of other
invited behavior analysts whose involve-
ment would be interesting to the mem-
bership and whose national visibility
would enhance registration, which was
525 people in 1986.° FABA’s emphasis
on education is evident not only in the
nature of its program (which has many
workshops) but in its one-day pre-con-
vention workshops begun in 1984.1° Al-
though the roster of invited leaders from
out of state might suggest a traditional
academic tone characteristic of national
meetings, the topics of these speakers are
usually practical in nature. Furthermore,
the bulk of the program entries are sub-
mitted by all levels of behavior analysts
within the state.

As befits a state professional organi-
zation, the convention has also been a

* Keynote speakers have included (in chronolog-
ical order) B. F. Skinner, Sidney Bijou, Gordon
Paul, Robert Liberman, Ivar Lovaas, Karen Pryor,
and Aubry Daniels.

1o Preconvention workshop themes have includ-
ed “Making programs work: Insight gained from
20 years of experience” (Richard Foxx), “Teaching
techniques for developmentally disabled persons”
(Ivar Lovaas), “The analysis and treatment of
self-injurious behavior” (Brian Iwata), ‘““Managing
severe aggressive behavior” (Richard Foxx),
“Treatment of behavior problems in persons with
developmental disabilities” (Judy Favell), “Strat-
egies for producing generalized gains with autistic
and developmentally disabled children” (Glen
Dunlop), “Behavioral treatment of medically in-
volved developmentally disabled and mentally ill
clients” (Dennis Russo), “Teaching language to de-
velopmentally disabled persons” (Mark Sundberg),
“Educational strategies for promoting functional
learning in the developmentally disabled” (T. J.
Glahn), “Analysis and treatment of self-injurious
behavior” (Brian Iwata).
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forum for discussing issues specific to
the state. At every meeting there are nu-
merous addresses, symposia, and panel
discussions in which PRC members, pro-
gram office personnel, and other individ-
uals who are influential in the operation
of the retardation and mental health ser-
vice delivery system participate. In fact,
the convention is regularly attended by
important individuals from not just the
program office but other branches of
Health and Rehabilitative Services. In
addition, the convention is used as an
occasion to convene various groups oth-
erwise unrelated to FABA, such as the
PRC, the chairs of the BPRCs, and oth-
ers.

The annual theme conference held
roughly six months after the fall conven-
tion has been an opportunity for the or-
ganization to try things that a profes-
sional convention would not easily
accommodate or that might involve some
degree of risk. Compared to a conven-
tion, a meeting with a single theme per-
mits topics of special importance to be
examined more thoroughly, educational
goals to be addressed more explicitly, po-
litical agendas to be pursued more di-
rectly, and different sites to be sampled.
The themes addressed in these confer-
ences have included legal and ethical is-
sues, computer applications in behavior
analysis and human service systems, the
use of psychotropic drugs with retarded
and mentally ill populations, treatment
and assessment of dually-diagnosed
clients, staff management, and applica-
tions in business and industry.

As with most associations, the quar-
terly newsletter serves as a medium of
communication with the membership by
those who run the organization. Its at-
tractive 8% by 11 inch format is usually
eight pages long and includes such ma-
terial as reports of the executive com-
mittee, announcements pertaining to the
annual convention and theme confer-
ence, reports of major presentations at
these meetings, book reviews, short ar-
ticles by members about innovative pro-
grams at their facility, news about the
certification program, news from the pro-
gram office, presidential statements, job
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announcements, and a wide variety of
miscellaneous items.

FABA'’s very active annual agenda has
been made possible by its consistent fi-
nancial health: It has been “in the black™
since its inception. After the program of-
fice’s sponsorship of the original orga-
nizational meeting in 1980, the annual
conventions have brought in sufficient
income to provide adequate funds not
only for the theme conferences (which
usually at least break even) but also for
a variety of miscellaneous expenses. (For
instance, FABA now maintains an office
at Florida State University, pays for some
continuing staff costs, and owns two
computers.)

Some of the reasons for this financial
success include the size and the stable
growth of the membership and registra-
tion for the annual convention, the rep-
utations of keynote and invited speakers,
the large number of interesting and prac-
tical workshops, heavy advertising, the
generous programmatic contributions of
some university faculty, the timing of the
annual convention in the early fall when
travel monies are still available, and a
style that focuses on the practitioner-
based membership registrants.

Critical issues. This brief description
hardly does justice to FABA, which has
been one of the most important forces in
the development of the discipline of be-
havior analysis in Florida. An explana-
tion of its unqualified success as a profes-
sional association has many facets, of
course. Foremost among these is a pair
of intertwined characteristics: the fact that
the association has its base in the area of
retardation and the fact that its primary
membership focus is on individuals who
have less than graduate-level training in
behavior analysis.

The advantages of developing an or-
ganization such as FABA in the context
of the state’s mission to deliver behav-
ioral services to developmentally dis-
abled and especially retarded clients are
many. This tactic means that the profes-
sional association shares with the state
the goal of providing good behavioral
care. It thus helps garner support for the
organization from a state agency, thereby
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bringing some immediate visibility and
legitimacy to the professional group. In
the case of FABA, the program office paid
for the organizing meeting, and its per-
sonnel have always been represented on
the executive council (because the elected
individuals. have been accepted by the
membership as important behavior an-
alysts in the state, not because the pro-
gram office “owns” a seat on the council).
It also provides a channel for the asso-
ciation (and thus the profession it rep-
resents) to demonstrate its value by pro-
viding assistance to the state through
improving the skills of workers in the
retardation system.

Furthermore, the field of retardation is
one of the oldest areas of application of
behavioral technology and, for various
reasons, one in which it has enjoyed no-
table success. Because of the relative ef-
fectiveness of behavioral technology with
not only this population, but also with
the bureaucracy that delivers it, behavior
analysis as a field is probably more well-
established and dominant in retardation
settings than is any other specialty. This
means that a new state organization based
in retardation is less likely to generate
opposition by other state professional as-
sociations, particularly the state psycho-
logical association. In fact, this has been
the case in Florida. FABA’s clear focus
on retardation, particularly at a sub-doc-
toral level, has seemed to reassure the
Florida Psychological Association that it
was not a threat to its traditional mental
health territory.

This retardation base has the further
advantage of encouraging the association
to attract its initial and core membership
from among those individuals working
in the retardation system, most of whom
have no more than minimal formal train-
ing in behavior analysis and only a mi-
nority of whom have graduate degrees in
any field. Although by doctoral standards
this level of competancy of the average
member may hardly seem a strength for
a professional association, it has the ad-
vantage of numbers. Any state has only
a relatively small group of doctoral-level
behavior analysts, and a professional as-
sociation composed primarily of such in-
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dividuals will always struggle financially
and will probably do well to simply hold
a small annual meeting. However, a focus
on a membership defined more by inter-
est in behavior analysis and common be-
havioral challenges on the job than by
doctoral specialization gives an organi-
zation far greater potential for financial
survival and professional success. The fi-
nancial consequences of 50 versus 500
members should be obvious. In this case,
moreover, professional success can be
described more broadly as attracting in-
dividuals to a behavioral viewpoint, rais-
ing the level of their behavioral sophis-
tication, and influencing the breadth and
quality of the application of behavioral
technology.

FBA attracts this kind of membership
by carefully tailoring its pre-convention
institutes, convention programs, and
theme conferences to appeal to individ-
uals with less than doctoral-level training
who work in applied settings. Although
its meetings are in every way conducted
like national meetings, the substantive
focus is rather narrowly applied (largely
to retardation and other human services
concerns), and within even this area the
emphasis is especially practical. This pa-
rochialism can gradually be relaxed as the
membership becomes more heteroge-
neous and behaviorally sophisticated, but
because of the nature of the vast majority
of its potential membership, a thriving
and influential state association must re-
tain a less traditionally academic focus
than its national relatives.

For obvious reasons, FABA’s meetings
are also more explicitly educationally
oriented than those of the Association for
Behavior Analysis (ABA). When much
of the membership of a professional or-
ganization has less than graduate level
specialization in the discipline, aug-
menting their behavioral skills is one of
the most important services that it can
offer. Unfortunately, the training that is
conducted in the context of conventions
and conferences tends to be limited to
relatively practical issues and skills (rath-
er than, for instance, to basic principles),
but given the members’ on-the-job re-
sponsibilities, this is probably in the best



DEVELOPING BEHAVIOR ANALYSIS

interests of the discipline anyway. Such
training does not have to be hidden or
“sugar-coated,” however; most mem-
bers are openly eager to improve their
behavioral sophistication.

Florida’s doctoral-level behavior ana-
lysts are not excluded by this member-
ship focus. In fact, they are fully involved
in the association. The state’s doctoral
behavior analysts have generally played
a leadership role in founding and guiding
the direction of the association’s activi-
ties.!! For instance, the proportion of in-
dividuals on the executive council hold-
ing doctorates is considerably higher than
among the general membership, and all
of the presidents have held doctorates. In
addition, such individuals may be pro-
portionally more heavily represented on
the program than those with less training
in the field. They are not an elite and
separate group, however; the attention to
the subtleties of professional status char-
acteristic of a national meeting are no-
tably lacking in FABA.

Although not all of these individuals
are employed in the higher education sys-
tem, many of them are, and this is another
important characteristic of FABA. Like
ABA, FABA is closely tied to those in-
dividuals in the field who contribute to
the discipline as teachers and researchers.
As a state organization, however, FABA
has a somewhat closer relation with these
members than does a national associa-
tion. Besides the fact that they represent
a significant proportion of the governing
council, many of those students trained
by these faculty at baccalaureate and
graduate levels stay in the state to begin
their careers, often in retardation set-
tings. Furthermore, the many consulting
and other helping relationships that these
faculty have often involve them in FA-
BA'’s state agenda for the discipline. Be-
cause of their visibility within the asso-
ciation, college and university faculty
represent FABA wherever they act

! In particular, Jon Bailey must be recognized as
the individual who has had more to do with the
success of FABA than any other. He was not only
one of its founders, he has in one capacity or another
been that person who in every organization serves
as the central organizer and doer.
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professionally and are thus important re-
cruiters for FABA members.

Another critical aspect of FABA is its
systematic involvement of personnel
from state agencies in Tallahassee as well
as the districts. Important individuals in
the state retardation or mental health bu-
reaucracy are regularly invited to partic-
ipate on convention and conference pro-
grams in both functional and more
honorary roles. This tactic has a number
of benefits. It ensures that these individ-
uals attend FABA’s meetings and thus
see a large number of people (many, their
own employees) working to improve their
ability to deliver services to the state’s
clients. This is a good context for behav-
ior analysis. It ensures that policy makers
hear discussion of important issues, thus
subtly educating them on the behavioral
position on such matters. With repeated
attendance, it even encourages these of-
ficials to identify professionally with be-
havior analysis, and thus to generally or
even explicitly support the association
and its activities.

FABA'’s involvement of state person-
nel has indeed worked as desired. Pro-
gram office personnel in Tallahassee as
well as many district programming per-
sonnel now routinely attend FABA meet-
ings. In fact, attending the annual FABA
convention has become almost manda-
tory for significant individuals in the re-
tardation system. More importantly, this
attendance has paid off in terms of FA-
BA’s direct and indirect influence. For
instance, the involvement of retardation
and mental health officials in a confer-
ence on the use of psychotropic drugs
seems to have had an impact on state-
wide regulations concerning their use. In
another case, partly as a result of a num-
ber of convention addresses concerning
the use of physically painful stimuli with
severe self-injurious clients, the program
office took the politically courageous step
of attempting to get the legislature to al-
low their use under special circum-
stances. Of course, the effects of this gen-
eral tactic are usually more subtle, but
there is no question that it has enhanced
respect for the association among state
officials.
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A related tactic has been to involve
representatives of human rights groups
and other organizations in the state that
also work with the retardation system.
The agenda has been to educate and to
prevent hostility, and it seems to have
worked thus far. For instance, the Florida
chapter of the American Association for
Mental Deficiency (AAMD) last year ex-
pressed interest in a joint conference, and
FABA'’s sixth annual meeting was thus
co-sponsored by AAMD.

It is important to note that this de-
scription of FABA has emphasized its
origins more than its continuing devel-
opment. In fact, those on its executive
council have always focused on manag-
ing its development with great delibera-
tion. For instance, although FABA’s
origins lie in the retardation system, it
has slowly but systematically been ex-
tending its reach to the fields of mental
health, child and youth services, special
education, and government. This has oc-
curred largely by slightly shifting the bal-
ance of its guest speaker invitations and
other aspects of its programs. FABA is
also taking formal positions on impor-
tant issues in the state that affect the dis-
cipline by issuing policy statements or by
presidential correspondence. For exam-
ple, a letter from the president was sent
to the National Association for Autistic
Children criticizing certain positions that
it took. In another case, FABA issued a
statement supporting the state’s Behav-
ior Analysis Certification Program at a
time when such support seemed useful.
More recently, FABA has begun to de-
velop its skills at legislative lobbying. A
symposium that brought to FABA people
who are experts in this process was a start,
and the association is now consulting with
a professional lobbyist to learn more
about the basics of influencing legislative
actions.

University-based Behavioral
Community

The state’s university-based behavior-
al community was involved in all of these
efforts from their beginnings. Behavior-
ally-oriented faculty were members of the
joint Task Force, have constituted the

J. M. JOHNSTON & GERALD L. SHOOK

membership of the PRC, took the lead
in founding FABA, and have worked very
closely with the program office on many
matters involving the effort to develop a
sound behavioral programming sys.em
in the area of retardation, most notably
the certification program.

Of course, this emphasis on the role of
university faculty should certainly not
imply that behavior analysts employed
elsewhere throughout the state have not
also made significant contributions. Non-
university representatives of the field with
baccalaureate, master’s, and doctoral
credentials have been critical players in
Florida’s evolving behavioral agenda, es-
pecially through FABA, their employ-
ment in senior positions in the retarda-
tion system, service on the BPRCs, and
development of the certification pro-
gram. However, the present point is that
the role of university-based behavior an-
alysts has been seminal.

One of the consequences of this re-
source has been a relatively organized
leadership of the general effort to develop
the profession in the state. Because this
nucleus of individuals, numbering less
than two dozen over the past ten years,
has shared generally similar professional
training and experiences, its contribu-
tions have tended to have a certain ho-
mogeneity of direction or focus in both
strategies and tactics. Furthermore, their
uniformly behavioral orientation has
meant that each area of involvement has
been informally approached as an op-
portunity to manage behavior. Thus, for
example, although the certification pro-
gram has evolved over a long period of
time and has involved a number of dif-
ferent behavioral faculty, as well as many
others, it was at all times viewed as a
complex set of contingencies intended to
influence the behavior of different classes
of individuals in specific ways.

The example of the certification pro-
gram suggests another benefit of the
central involvement of the university
community: constituting a valuable, con-
venient, and often inexpensive source of
behavioral expertise. For Florida’s retar-
dation-based behavioral movement, this
has been most important. The ability of
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the Developmental Services Program Of-
fice to call on relevant university exper-
tise to address the state’s problems in the
field of retardation, and increasingly in
other human services areas, has not gone
unnoticed in the Department of Health
and Rehabilitation Services. As a result
of this history, the university behavioral
community is now well-respected in HRS
as being capable of genuinely helping to
solve the some of state’s problems in
serving its disabled and mentally-ill cit-
izens.

To a certain degree, the mere fact that
these doctoral-level experts hold ap-
pointments in the state’s higher educa-
tion institutions gives them a measure of
status that might not accrue to those who
are otherwise qualified, but who work in
non-university settings. Although this re-
spect may be less than fairly apportioned
and well short of infallability, it is never-
theless a valuable adjunct to the central
involvement of university faculty in the
behavioral agenda for state-level devel-
opment of the profession. Thus, whether
as a member of a PRC monitoring team,
a consultant on a serious self-injurious
behavior case, a content expert in devel-
oping the certification examination, an
officer of FABA, or in many other roles,
when behavior analysts speak as mem-
bers of a university faculty, their words
are often given a certain respect merely
because of that fact, and this may trans-
late into an augmented ability to influ-
ence events.

Another natural consequence of the in-
volvement of Florida’s university-based
behavioral community comes from its
instructional role in the state’s college and
university system. It is this group that
collectively produces many of the new
members of the discipline from bacca-
laureate to doctoral levels, and many of
these young behavior analysts stay in the
state to develop their careers. Because of
their professors’ involvement in the re-
tardation system, an important propor-
tion of them specialize in that area and
go on to take leadership roles with state
and private retardation employers. This
in turn facilitates progress toward the goal
of developing a sound behavioral pro-
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gramming capability in the retardation
system. Of course, the professional in-
terests of this collection of faculty are
hardly this narrow, but many of their stu-
dents who settle in the state will have
careers in human services and most are
likely to be members of FABA.

GENERAL PRINCIPLES FOR
STATE-LEVEL DEVELOPMENT

Evolution by Fortune and Design

It should not be surmised that the de-
scribed activities in Florida on behalf of
the field of behavior analysis came about
solely by careful planning and effective
organization on the part of any person or
group, although planning and organiza-
tion were often attempted in the service
of particular ventures. The fact is that a
certain amount of good fortune played a
role at different points. Certainly the in-
cident at the Miami institution in 1972
that led to the joint Task Force that led
to its report that led to so many other
events was, to some degree, an un-
planned blessing in disguise. Similarly,
the consequences that issued from the
program office, the PRC, FABA, and the
certification program clearly depended in
large part on the contributions of partic-
ular individuals who happened to be em-
ployed in the state.

The greater the cumulative progress in
various directions over the years, how-
ever, the greater the level of planning and
organization that has been practiced. The
formation of the PRC was certainly a sig-
nificant event in this regard because it
brought together a group of similarly in-
clined individuals who then began work-
ing in a more coordinated manner. But
there were a number of equally important
events that made their own contribution
to this gradually more coordinated effort,
such as the founding of FABA and the
employment of a doctoral-level senior
behavior analyst in the program office.
At present, there is a fairly clear overall
sense of direction among a loosely-knit
collection of individuals that cuts across
the various facets of the “movement” and
a more formal degree of planning and
organization within each component.
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For example, for the past three years
the program office has had a five-year
plan of action for behavior analysis. Ini-
tially, a questionnaire was sent out to the
behavioral community over the signa-
ture of the director to identify and prior-
itize goals. The office has established in-
terim objectives that lead toward these
goals, and the Senior Behavior Analyst
and the Administrator of Client Services
report on progress at the annual FABA
convention. In fact, the Senior Behavior
Analyst’s job standards are built around
these goals and objectives.

The remainder of this paper will sum-
marize what appear to us to be some gen-
eral principles that emerge from this his-
tory in Florida over the past 15 years.
Although all concerned would probably
insist that much more must be done to
bring the discipline to full maturity as a
scientific and professional force in the
state, recent years have shown sufficient
progress that it is now possible to see
clearly the complete dimensions of this
maturity. It is now similarly possible to
examine this history with a reasonable
measure of interpretive judgement in or-
der to share these experiences with be-
havior analysts in other states.

Establish a Paraprofessional Focus

One of the most important observa-
tions concerns the importance of estab-
lishing a paraprofessional or practitioner
focus as the foundation of any effort to
develop systematically the profession at
the state level. (“Paraprofessional” is used
here as a convenient though somewhat
inaccurate reference to individuals hav-
ing little or no graduate training in be-
havior analysis, even though they may
hold degrees in other disciplines or their
employment may explicitly require them
to manage someone’s behavior.) In com-
parison to the alternative of working only
with behavior analysts holding graduate
degrees, this strategy assures a relatively
large number of individuals who can be-
come involved on behalf of the disci-
pline. Furthermore, in contrast to
an emphasis on academically-based
professionals (of which there are inevi-
tably too few in any state to carry all of
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the burdens of what is certainly a long-
term struggle), a movement encompass-
ing practitioners at all levels involves a
wide range of employment settings and
thus extends the reach of an increasingly
visible profession.

Similarly, although academic profes-
sionals certainly have considerable influ-
ence within limited spheres, when the
discipline can call on this larger base of
individuals working in varied positions
in heterogeneous settings who identify
with the profession (even if they may have
limited training in it), its ability to man-
age events in ways helpful to the disci-
pline is greatly augmented. The fact that
large numbers of individuals who think
of themselves as behavior analysts to
some degree may need considerable
training in what it means to be a behavior
analyst is only another benefit of a prac-
titioner/paraprofessional focus. This
training need can then be translated into
ademand for developing the state’s higher
education capabilities in the discipline.

In Florida, the fact that the origin of
the effort to develop the profession hap-
pened to be in the field of retardation
ensured a paraprofessional focus because
most employees in the system had little
if any graduate training in behavior anal-
ysis. In addition, there was not a suffi-
ciently large group of behavioral profes-
sionals available to mount a meaningfully
organized and effective program of de-
velopment. Now, the annual FABA
meeting regularly has attendance figures
of over 500, and there are many more
people throughout the state who identify
with behavior analysis in some way. Their
formal education may have ended with
high school or a couple of years of college,
or they may have a baccalaureate or even
master’s degree with majors in history,
education, psychology, or sociology, but
they have also acquired some training in
behavior analysis. This training may have
ranged from in-service workshops to col-
lege courses, and many of them want
more. At least one university in the state
has now hired a behavior analyst because
of this pressure, and the state budget has
recently included funding for at least six
doctoral-level behavior analysts (even-
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tually there will be one for each district)
who will be employed because they are
needed to support a large body of para-
professionals.

Base Effort in Human Services System

A second conclusion that can be drawn
from experiences in Florida is closely re-
lated to the first. A paraprofessional focus
suggests basing state-level development
efforts in a human services system. The
usual choices include developmental dis-
abilities, mental health, child and youth
services, aging, public health, and edu-
cation. As a discipline, behavior analysis
has the greatest investment in the areas
of retardation, mental health, and edu-
cation. Among these, retardation stands
out because of various tactical advan-
tages mentioned earlier. There is no rea-
son to choose one area to the neglect of
others, however, especially if in the state
a well-established presence already exists
in multiple areas. What is important is
that the profession take advantage of the
state’s broad responsibilities to serve its
citizens in these areas and thoroughly in-
sinuate itself into a service delivery sys-
tem.

This general strategy leads to many
tactical goals. Particularly critical is in-
volving the state in the support of the
discipline. This can be accomplished by
making state government increasingly
dependent on the profession of behavior
analysis by effectively helping it dis-
charge its responsibilities. If a branch of
state government comes to see behav-
ioral technology as meaningfully useful
to its mission, it can bring considerable
support to the profession’s own agenda.
Because of the pervasive reach of the state,
both bureaucratic and geographic, in hu-
man services fields, behavior analysis can
thus earn considerable influence.

The state has effective control over nu-
merous contingencies concerning exactly
how its citizens are served, and these con-
tingencies can be used to develop the
profession. A state agency promulgates
and enforces rules and policy governing
its employees and how they do their job,
and these rules and policies describe or
at least reference contingencies designed
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to manage employee and, thus, client be-
havior. For instance, the state specifies
employee training requirements, condi-
tions of employment, methods of deliv-
ering service, and policy and standards
by which that service is evaluated. When
behavior analysis becomes an integral
part of an agency’s approach to its mis-
sion, these contingencies can encourage
training in behavioral methods, make
bureaucratic contingencies on the job
more behaviorally appropriate and effec-
tive, require behavioral methods to ac-
complish client behavior change, and as-
sess the results in terms of more
behavioral standards than might other-
wise be the case. In other words, in the
absence of its own statewide bureaucra-
cy, the discipline can borrow a bit of the
agency’s bureaucracy in the interest of
assisting professional development, while
fulfilling the highest quality services to
clients.

In Florida’s developmental disabilities
system, for example, behavioral tech-
nology is the approach of choice in
changing client behavior for the program
office because it is the only technology
that provides client training services that
meet the requirements set forth in the
state’s statutes governing those services.
As aresult, this agency has worked closely
with the profession in developing a cert-
ification program to improve the skills of
developmental services employees, has
assisted in offering training in behavior
programming skills and facilitating the
efforts of others who offer training, ar-
ranges and encourages various contin-
gencies in the workplace that help to de-
liver better behavior programming
services (such as the BPRCs, monitoring
by supervisory-level staff, and behavioral
measurement systems), and uses univer-
sity-based experts both to help define and
implement the standards for behavioral
programming and to monitor adherence
to them.

One of the auxiliary benefits of piggy-
backing the development of the disci-
pline on the state’s human services ob-
ligations is that it allows the profession
to take advantage of state government’s
enormous financial resources. At the state
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level, behavior analysis as a profession
has little money to accomplish its de-
velopment goals. However, when a state
governmental agency sees the field as a
means of discharging its responsibilities,
its resources then became available to be-
havior analysis in ways that serve both
parties well. For instance, in Florida the
Developmental Services Program Office
co-sponsored the initial statewide meet-
ing that became FABA, pays the consid-
erable costs of developing and adminis-
tering the certification examination, pays
for the PRC to conduct on site reviews
of the quality of behavioral programming
services throughout the state, and much
more.

If this relationship between a state
agency and a profession sounds some-
what one-sided in favor of the profession,
it is only the focus of this paper that
creates such an impression. In fact, the
state benefits greatly from a relationship
that is genuinely symbiotic. It is in the
state’s interest to encourage mature and
healthy disciplines that provide the means
for fulfilling its obligations to its citizens,
and they routinely do so with many other
professions. For example, Florida’s De-
partment of Professional Regulation cur-
rently administers some 70 licensure and
certification programs for various profes-
sions across the state and has recently
added the Florida Behavior Analysis
Certification Program to its responsibil-
ities.

In fact, the goals of state service and
professional development often lead to
the same courses of action. For instance,
FABA often supports the efforts of the
program office, thereby adding profes-
sional credibility to a bureaucratic agen-
da. FABA can also make political con-
tacts that the program office is prohibited
from pursuing. The only question for be-
havior analysts is how best to develop
state-professional relations in each state
and how to use them to best advantage
for the profession and for the state’s cit-
izens.

Establish Broad and Coordinated
Efforts of Academics

A paraprofessional or practitioner fo-
cus should not imply a limited role for a
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state’s doctoral-level behavior analysts
employed by colleges and universities.
Academics as a group tend to have the
major voice in the definition of behavior
analysis as a discipline, and it is these
individuals at the state level who are most
likely to be among the leaders in this ef-
fort, although it would be politically and
functionally wise to make sure that non-
academics also hold leadership positions.
As such, it is obviously important that
this involvement by academics be both
broad and coordinated. Breadth here re-
fers to the need for representation from
the complete spectrum of the discipline’s
interests and points of view. This will
help prevent one faction from gaining
control of the effort, which might tend to
discourage involvement by those with
other interests and thus build at the state
level a misshapen image of the field’s na-
tional character, such as has happened
with the American Psychological Asso-
ciation.

Coordination obviously encourages
more effective action, and it can be
achieved in different ways. One is through
a state behavior analysis organization
with its executive board and committees.
This option has the benefit that the agen-
da and its pace are entirely under control
of the profession. If the elected officers
of such an organization feel that a par-
ticular course of action is appropriate,
their resources and constituent counter-
control may provide the only limitations.
An alternative is to coordinate the con-
tributions of academic professionals
through their advisory role to a state
agency. This tactic harnesses the influ-
ence and resources of the state, though
at the price of whatever constraints such
dependence requires. Of course, an ad-
visory body that is not useful to the agen-
cy or that departs too far from the agen-
cy’s positions may find itself at the mercy
of its benefactor.

In Florida, both options have been
available for some time, and the inevi-
table cross-membership has even meant
substantial coordination between the two
mechanisms. FABA’s executive board
and the program office’s PRC have out
of necessity always shared the energies of
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various university faculty. This has re-
sulted in a useful degree of implicit co-
ordination within the academic com-
munity. In one capacity or the other, some
portion of this group has frequently found
itself meeting to consider various issues
bearing at least indirectly on the devel-
opment of the profession in the state, even
though the particular context of the meet-
ing or issue might more directly concern
possible invited speakers for the annual
convention (FABA), recommendations
about the operation of BPRCs (PRC),
changes in membership requirements
(FABA), possible continuing education
requirements for maintaining certifica-
tion status (PRC), political positions and
actions with regard to legislation (FABA),
or developing training alternatives
throughout the state (PRC). The fact that
the same overall group of academic rep-
resentatives of the profession has been
able to consider these and many other
matters of obvious importance to the dis-
cipline’s development has allowed them
to work out differences and collate the
best of their ideas. This has facilitated
not only a relatively balanced and con-
sidered contribution from this group but
the presentation of a unified approach to
issues.

Organize a State Professional
Association

Another guiding principle that can be
drawn from experiences in Florida is to
organize a state professional association.
Such an organization can serve a number
of critical functions if properly consti-
tuted and administered. The previous
sections have offered some prerequisites
and suggestions in this regard.

Developing an organization with a large
base of paraprofessional members is
probably close to being a prerequisite to
meaningful progress in state-level devel-
opment. As already argued, if a state as-
sociation is organized in the traditional
academic style of national organizations
such as ABA and has to depend primarily
on university faculty for its support and
influence, it is unlikely to be able to
achieve the influential status that is pos-
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sible with a predominately paraprofes-
sional membership. This constraint is
partly due to sheer size and partly due to
the breadth of employment settings in
which the more variegated paraprofes-
sional membership works.

If this paraprofessional/practitioner
membership base is also largely affiliated
with one of the state’s human services
delivery systems, an effective organiza-
tion is even more likely. This character-
istic greatly encourages the involvement
and support of the appropriate state
agency and greatly increases the organi-
zation’s influence, both because of that
support and because its members will
constitute a broad cross-section of work-
ers (usually supervisory and administra-
tive) in that area.

Serving a membership in which only a
relative few are university professors re-
quires a very different style than char-
acterizes a national organization such as
ABA. It becomes particularly important
to select keynote and invited speakers for
the annual convention whose names are
likely to be recognized by non-academic
members of the field. Of course, their talks
and the other activities should focus on
issues that are especially relevant to the
practical, applied interests of the major-
ity of the membership. The convention
should also have a more well-developed
educational focus than is obvious at a
national meeting, including preconven-
tion institutes, workshops, and so forth.

One of the functions served by an or-
ganization with such a membership is as
a source of professional identity. Those
who join this kind of association and at-
tend its meetings tend to think of them-
selves and their work in the context of
behavior analysis as a field. One of the
consequences of this identity is that they
may more strongly support the behav-
ioral viewpoint as they contact it in their
daily work. The breadth of their em-
ployment settings and contacts through-
out the state also helps to gain wide vis-
ibility and support for the discipline. As
with national association memberships,
there is a general motivational effect that
might be expected as well. Involvement
with a state organization may encourage
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further contact with and training in the
field.

A second area of benefits is education-
al. A state-level behavior analysis orga-
nization creates an invaluable mecha-
nism for providing explicit training in the
field to a broad cross-section of individ-
uals in the state. For instance, recall that
atits annual three-day convention FABA
offers a preconvention institute, a num-
ber of workshops, and the usual address-
es, symposia, and poster sessions, much
of which is approved by different orga-
nizations for CEU credits. However, its
second two-day meeting during the year
has an even more direct educational fo-
cus. This is a theme-oriented conference,
whose theme is chosen to support the
organization’s goals or the member’s in-
terests for development. In addition,
FABA may eventually offer “‘stand-
alone” workshops throughout the state
related to the state’s certification pro-
gram or other topics of interest.

Of course, one of the major reasons for
founding a state professional association
is to develop a mechanism for influenc-
ing events in the state in ways that are in
the interests of the discipline, and there
is no question that an effective organi-
zation can indeed be a potent force for
behavior analysis as a discipline and on
behalf of its concerns for the care of var-
ious treatment populations. In part, a
state behavior analysis association’s in-
fluence stems from various characteris-
tics of its membership, including its size,
the breadth of settings in which members
work, the positions that they hold in these
settings, and the effectiveness with which
the organization involves them in its
agenda.

As the last point suggests, however, an
organization’s influence is also deter-
mined by the effectiveness with which it
approaches its political goals. For in-
stance, if a particular issue is best ap-
proached with individual actions by
members (either the entire membership
or some subset of it), then there must be
some mechanism for ensuring that the
members are interested and informed
about the issue and know how and when
to act. If the issue is one that is best ap-
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proached by representing the position of
the organization as a whole, then how
and when it is represented to whom must
be added to the general stature of the
organization in evaluating its political ef-
fectiveness.

However, reference to political goals
and single issue cases should not imply
that organizational influence is only rel-
evant io legislative actions. More often
the goals concern the administrative pol-
icies, rules, and procedures of a state
agency that affect the delivery of behav-
ior change services. Examples here in-
clude state regulations governing the use
of behavioral procedures, more appro-
priate state job titles and requirements so
that behaviorally-trained people can be
more easily hired, higher pay grades for
certified individuals, policies for man-
aging the use of psychotropic drugs, and
a focus on outcome instead of process by
state quality assurance teams.

Political goals also refer to such varied
matters as improving the employment
opportunities for all levels of behavior-
ally-trained individuals, attracting more
members from fields that are not well
represented in the organization, encour-
aging more behaviorally-trained individ-
uals to attempt to win contracts with the
state to offer services as private vendors,
lobbying for the inclusion of behavior-
ally-trained individuals on state quality
assurance monitoring teams, tighter con-
tractual requirements on vendors offer-
ing behavioral services to clients, funding
for behaviorally-based treatment pro-
grams, and licensure for behavior anal-
ysis as a profession.

There are a number of ways that an
organization’s influence can be exercised.
Letters over the signature of the associ-
ation president addressed to the proper
individuals expressing the official posi-
tion of the membership on an issue are
relatively easily arranged. Official posi-
tions that have been voted on by the
membership can also be publicized by
printing them in a newsletter and getting
them reported in newspapers. A letter-
writing campaign by members is also a
familiar technique (which FABA recently
used to influence government action when
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the research budget and mission of the
Florida Mental Health Institute was gut-
ted in the governor’s budget request).
More often a degree of subtlety is called
for, and this may mean personal lobbying
of target individuals by members of the
executive board or members who are
well-connected to the issue. Another use-
ful approach is to build issue-specific al-
liances with other groups. A particularly
useful technique is to use the annual
meeting to good effect by arranging for
the issues of interest to be the focus of
scheduled sessions such as symposia or
panel discussions. In doing so individu-
als whose behavior is the target of change
(e.g., agency officials) can be invited to
participate in some way, thus insuring
that they will be present and hear certain
points of view expressed. FABA’s con-
ference on the use of psychotropic drugs
was very effective largely because of this
tactic. Old-fashioned political lobbying
of legislators is actually the most com-
plicated method, and behavior analysts
have a lot to learn from the professional
lobbyists who provide very effective
competition for legislator’s time and at-
tention. FABA has only recently reached
the point in its political development that
this tactic is feasible, and its 1987 spring
conference was devoted to educating it-
self in the details of these techniques.

Develop Training Contingencies

Given the major role of paraprofes-
sional/practitioner members of the field
at the state level, the development of con-
tingencies that will effectively motivate
qualified individuals to offer an appro-
priate and broadly available array of
training opportunities and other individ-
uals to participate in that training be-
comes another important facet of disci-
plinary development. The behavioral
complexity of this goal makes a contin-
gency analysis quite useful here. It must
address questions such as: What curri-
cula should be offered statewide? Who is
qualified to teach these curricula? What
contingencies can be arranged to encour-
age them to offer such training? In what
settings and contexts should such train-
ing be offered? With what frequency
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should such training be offered? At whom
should different types of training be
aimed? What contingencies can be ar-
ranged to encourage them to participate
in training? How can administrators
whose support is necessary be encour-
aged to cooperate? How can the various
contingencies be managed on a long-term
basis?

For the purpose of present discussion,
some general and obvious categories of
training can be articulated. First, there
are formal graduate degree programs in
behavior analysis offered through higher
education institutions. Second, the same
academic resources can support formal
undergraduate training that involves
some degree of specialization in behavior
analysis in the context of undergraduate
majors, usually psychology or special ed-
ucation. Third, these same faculty, as well
as adjunct faculty otherwise employed in
the community, can offer stand-alone and
special sources for college credit, which
might be taken by both students enrolled
in degree program as well as individuals
who are fully employed in the commu-
nity. Fourth, there are short courses and
workshops offered on a commercial and
free-standing basis. Fifth, the same short
courses and workshops can be offered at
the expense and under the aegis of state
institutions and private vendor facilities
by outside consultants. Sixth, in-house
courses can be offered by qualified
professional employees to their subor-
dinates. Seventh, informal and unsched-
uled in-service training can be offered by
professional and paraprofessional em-
ployees to their subordinates in the work-
place. Eighth, a state professional asso-
ciation can arrange professionally-taught
institutes and workshops either associ-
ated with conventions and conference or
on a free-standing basis. Ninth, atten-
dance to annual meetings and confer-
ences can serve a clear training function.

All of these categories of training exist
in Florida, although at varying levels of
development. Speaking very broadly,
there seem to be five general contingency
systems behind these different types of
training. First, from the beginning there
was the already-described acceptance by
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the program office of a behavioral model
of client habilitation training. This was
certified and developed into meaningful
contingencies by such entities as the Be-
havioral Programming Manual, the PRC,
the BPRC, and all of the other parts of
the state’s effort to improve the quality
of habilitation programming to its clients.
Each of these components embodies
many contingencies that directly impact
the availability of and participation in
training in behavior analysis. For in-
stance, in its on-site reviews of districts
and institutions, the PRC routinely en-
courages and pressures administrators,
professionals, and paraprofessionals to
arrange for local training opportunities
and participation. It does this both for-
mally and informally in a variety of ways,
such as by suggesting to district personnel
how they can write vendor contracts that
earmark money for vendor-sponsored
training for their employees.

Second, standards often mandate that
training in programmatic issues must be
part of a pre-service or in-service pack-
age, and behavioral programming is often
introduced to entry-level staff through this
mechanism. Although behavioral pro-
gramming is not a required in-service
topic, it is a popular one because it has
practical consequences for the staff and
facility and its looked on favorably by
those who monitor this requirement. This
results in local contingencies motivating
workers to use sound behavioral proce-
dures.

The certification program is a third
major component of Florida’s behavior
analysis training contingencies. Although
it is formally under the control of the
state through the program office and thus
directly related to that office’s commit-
ment to a behavioral model, the certifi-
cation program is important beyond its
obvious impact on motivating individ-
uals to obtain certification-oriented
training, which in turn augments the like-
lihood that they will be more effective in
their programming-related work on the
job. The certification contingency also
helps develop training mechanisms that
can be used for training that is focused
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on special areas of behavioral procedures
(such as acquisition procedures) or that
offers higher levels of training to those
who are now qualified. For example, once
a faculty member goes through the steps
necessary to offer a certification course at
his or her institution at times or places
or in ways especially convenient to non-
degree students, this mechanism is more
likely to be used for other curricular goals.

Of course, a major motivation for
training beyond that necessary to earn
certification will come from a proposed
continuing education requirement for
maintaining certified status. This contin-
gency encourages a continuing demand
for training that will probably need to be
gradually increasingly advanced, and this
demand promises reinforcers to those
who can offer to satisfy it. It is hard to
underestimate the importance to the dis-
cipline of a growing number of individ-
uals throughout the state who are willing
to enroll in formal training experiences,
albeit reluctantly in some cases.

A fourth set of contingencies is outside
of direct state control but is certainly
closely related to the program office’s
commitment to behavioral program-
ming. FABA is an important part of the
training picture because its efforts are so
explicitly training-oriented. Its annual
convention, spring conference, and
newsletter are all largely focused on im-
proving members understanding of all
facets of a behavioral approach to human
services. The motivation of individuals
to join and attend meetings comes partly
from the effects of any formal training
they may have received in the past and
from job-related contingencies. A profes-
sional association does not have the pow-
erful contingencies of employment, how-
ever, and must make sure that the training
and social experiences of attendance are
effective reinforcers so that the limited
potential membership pool will attend
meetings regularly.

The fifth facet of the profession’s train-
ing contingencies in a state is formal de-
gree programs in behavior analysis. Such
training is usually at the graduate level,
although this need not be the only focus.
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In fact, any human service area requires
and has appropriate employment for far
more people with baccalaureate than
master’s and doctoral degrees. Although
the number of people who will earn a
degree in a behavior analysis program is
small compared to the number of para-
professionals who will come into the field
via workshops, short courses, and on-the-
job training, their importance is certainly
disproportionately large. It is these in-
dividuals who by their actions in em-
ployment settings will arrange the con-
tingencies for paraprofessionals at a local
if not personal level. In fact, it has been
the experience in Florida that the best
single predictor of the quality of behav-
ioral programming at a facility is the
number of personnel who have degree-
based formal training in the field.

Putting It All Together

Although the importance of these gen-
eral principles seems clear from our ex-
periences in Florida, it is also obvious
that the particular combination of con-
ditions that developed in Florida and the
sequence in which they evolved is unique.
Adapting these principles to the varying
circumstances in other states should
therefore be approached with consider-
able study and planning,

The first step should certainly be care- .

ful assessment of the present status of all
of the factors that the above principles
directly and indirectly reference. For in-
stance, with regard to the recommenda-
tion to base the effort in a human services
system, it will be important to evaluate
the relative advantages and disadvan-
tages of working within the different ser-
vices areas available (e.g., retardation,
mental health, education, aging, correc-
tions, public health). Which service is
closest to commitment to a behavioral
model for service delivery? Which ser-
vice has the greatest number of employ-
ees in the central and regional offices who
are supportive of the behavioral model?
With which service is a behavioral push
likely to generate the least opposition by
other professions? For which service is
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the behavioral community in the state
best prepared to offer expertise? Which
system offers fiscal advantages for the be-
havioral community?

After working through this kind of de-
tailed evaluation of the status of the dif-
ferent facets of each general principle, the
next step is to develop a broad plan out-
lining the different courses of action that
need to be pursued and the sequence in
which they should be approached. Of
course, the components in Florida’s his-
tory constitute only one particular and
semi-accidental sequence, so the possi-
bilities of other arrangements can only
be speculated.

Certainly, a viable community of doc-
toral-level professionals (probably at least
partly university-based) is a likely pre-
requisite for any course of action. It is
this group that will constitute the source
of motivated leadership and that will be
able to keep the state-level development
consistent with the national dimensions
of the field. This population will have to
include a sufficient number who are in-
terested in the challenge, who are willing
to devote a significant portion of their
professional time to the endeavor, and
who have the collective areas of profes-
sional, political, and social skills neces-
sary to work with the chosen human ser-
vice agency and with a broad range of
bureaucratic and paraprofessional/prac-
titioner individuals whose careers and in-
terests are outside of the academy.

The next step is less clear and would
seem to depend partly on unique circum-
stances within each state. If a useful re-
lationship already exists between the be-
havioral community and a human
services system of state government, it
may be best to begin developing this as-
sociation further. Exactly what courses of
action are selected will depend on idio-
syncratic factors, of course, but increas-
ing the interactions between the be-
havioral community and influential
individuals in the service agency at cen-
tral and regional levels would seem to be
a key to other achievements. Working
toward some kind of continuing advisory
or consulting role for behavior analysts
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is one approach, and offering to help the
agency with specific problems that it faces
is an attractive entry. In developing this
relationship, however, it may be impor-
tant to go beyond the usual consulting
role involving an individual or two who
are already well-known to the agency to
instead make it clear that this is a broader
relationship with the state’s behavioral
community. Formalizing the relation-
ship with board or committee status
might help. The initial focus of such a
group might be to help the agency assess
and improve the delivery of behavioral
services in the field with the advantage
of experts in a relevant discipline.

In the absence of a convenient entree
into a state agency, an alternative is to
organize a state professional association.
An active state association is a valuable
mechanism for working toward so many
goals that it should be near the top of the
agenda anyway. Forming a steering com-
mittee and organizing the first conven-
tion, perhaps in concert with a state ser-
vice agency, is something that academics
are likely to be good at. In our opinion,
however, it is critical that from the be-
ginning the association fully involve the
non-academic behavioral community
and that it build a membership that is
predominately paraprofessional- or prac-
titioner-based in the chosen service de-
livery system. Of course, one of the tac-
tics of this association should be to
involve individuals from the service
agency, which will facilitate progress to-
ward the goal of formalizing some kind
of relationship between representatives
of the profession and the agency.

Eventually, the process of state-level
development will spawn the issue of
professional quality control. Describing
the issue in terms of controlling the qual-
ity of behavioral service delivery is
somewhat misleading, however. Al-
though that may be one of the objectives,
the mechanism for addressing it will serve
other functions that are equally impor-
tant (for instance, motivating training in
behavioral procedures, developing train-
ing opportunities throughout the state,
increasing the demand for behaviorally-
trained personnel, protecting the profes-
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ioral community). The usual range of op-
tions includes registration, certification
(of individuals, training programs, or de-
livery programs), and licensure.

There are too many complex matters
embedded in this topic for proper treat-
ment here, but one or two seem especially
relevant. For instance, there is a question
of whether the chosen mechanism (cer-
tification of individuals, for example) is
under the control of the state agency or
the profession through its state organi-
zation. In Florida, although the certifi-
cation program is formally controlled by
the Developmental Services Program Of-
fice, the profession through the PRC has
been an equal partner in the venture at
every step (except when it is time to pay
the bills). A proper certification program
is extremely expensive to develop and
maintain, and an improperly constructed
and administered examination is far
worse than no program at all. A state
organization is not likely to have the fi-
nancial resources for such an effort. An
agency-sponsored program has the ad-
vantage of controlling numerous contin-
gencies through its role as an employer
and through its contracts with vendors
who supply behavioral services that can
make a certification program effective.

Another important matter is the level
of service at which quality control efforts
are aimed. There are a number of reasons
for focusing, at least initially, on the par-
aprofessional/practitioner level. First, it
is at this level in many service areas that
the behavioral training and skills pro-
moted by quality control programs are
most useful and necessary. Training at
direct care levels is largely wasted unless
these supervisory personnel have the
knowledge to support them, and training
at professional levels has less impact be-
cause of the limited numbers of such in-
dividuals in any service system.

Second, if the state association has a
practitioner membership base, the same
level of focus in a quality control and
training program will support the asso-
ciation’s goals of developing behavioral
training mechanisms in the state, im-
proving the behavioral credentials of
members, augmenting the quality of be-
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sion from undesirable publicity and as-
sault by other disciplines, and increasing
the visibility and impact of the behav-
havioral practice, encouraging member-
ship and identity with the discipline, and
publicizing the profession in favorable
ways.

Third, a paraprofessional level of focus
can develop the profession within the
state in most of the ways it wants without
worrying other professional groups and
motivating them to take steps to protect
their interests. For instance, a state psy-
chological association would almost cer-
tainly be quite concerned if a professional
association or state agency took steps to
certify doctoral-level behavior analysts
but would be far less inclined to take pro-
tective action if the certification was
“only” at a paraprofessional level.

In summary, putting these general
principles together into a coordinated
plan of action is largely a matter of adapt-
ing their generalities to the varying cir-
cumstances in each state, while remain-
ing alertly opportunistic. No broad plan
is likely to go more than a year or so
without modification, so it is not the plan
but the planning that is important. There
must be a continuing core of behavior
analysts who work closely together to re-
solve professional differences so as to
create a coordinated effort, who collate
their individual skills and contacts on be-
half of the effort, and who devote some
portion of their parochial professional in-
terests and energies to the broader inter-
ests of the discipline as a whole.

STATE-LEVEL DEVELOPMENT OF
THE DISCIPLINE

One could hardly argue that the kinds
of activities described in this paper are
not good for the discipline as a whole.
However, the real importance of the con-
tributions of state-level activities on be-
half of the field’s development is that they
are partly different than those that result
from national activities. Although activ-
ities in support of more parochial profes-
sional interests within the state do carry
out the broad national agenda loosely de-
fined in the discipline’s national journals,
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books, and meetings, they do so in ways
that are either different or simply more
effective than those available to the same
individuals acting only through its na-
tional associations and publications. In
addition, state-level activities can ac-
complish objectives that are important
to the discipline but that simply cannot
be pursued nationally.

One example of how state-level activ-
ities can pursue the interests of the over-
all discipline, though in different or more
effective ways, concerns the national goal
of increasing the number of behavior an-
alysts on university and college faculty.
Nationally, this goal is only approached
very indirectly by simply trying to de-
velop the general vitality of the disci-
pline’s research and technological enter-
prise and, thus, the attractivenes of its
representatives to academic depart-
ments.

At the state level the approach can be
more direct. The collective contingencies
that encourage a demand for baccalau-
reate, master’s, and doctoral training in
behavior analysis create a pressure for
more behavioral faculty to serve this de-
mand, which can be conveyed quite per-
sonally to a board of regents, college
deans, and department heads by agency
officials articulating state needs. For in-
stance, in Florida, the program manager
for Developmental Services in one of the
districts is also a member of the board
of trustees for one of the state universi-
ties. The result: the district funds a po-
sition for a behavior analyst at the uni-
versity. Furthermore, it is likely that
many of the eleven District Behavior An-
alysts that are now being or will even-
tually be hired and located in the district
offices will develop adjunct relations with
nearby colleges.

Another item on the national agenda
is to influence public policy in ways con-
sistent with behavioral philosophy and
literature. Although this objective is pur-
sued through national associations, it is
also supported by the kind of state-level
apparatus described here. For instance,
objectives such as behaviorally-based and
limited use of psychotropic drugs, right
to effective treatment, and supplanting
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cognitive explanations of behavior with
environmental ones may be more effec-
tively aided by activities in the context
of individual state concerns.

Each of these objectives is continually
pursued in Florida by a complex of in-
teracting courses of action. The PRC
through its monitoring role, FABA
through its conferences and conventions,
and the program office through its poli-
cies and contingencies face these issues
with a variety of effective actions. Per-
haps part of the reason for their effec-
tiveness is that in each case, the objective
is likely to be addressed in their context
of particular issues that are locally im-
portant in their own right. For example,
cognitivism is attacked in the process of
providing the most effective treatment to
clients, and the right to effective treat-
ment is an issue in the context of using
procedures that are appropriate to the case
at hand, although the behaviorally-ap-
propriate use of psychotropic drugs was
approached directly on its own merits.

Some goals can simply be successfully
approached only at the state or local level.
Developing the paraprofessional level of
the discipline is one example. Individu-
als with little or no formal academic
training in the field but who are involved
in delivering behavior change services do
not usually attend national conventions
or subscribe to archival journals. Their
recruitment, training, and motivation can
really only be pursued through the kind
of mechanisms described in this paper.
The importance of this paraprofessional
wing of the field is almost certainly in-
sufficiently appreciated. These individ-
uals far outnumber those with degree
training in the discipline, and they are
most often the point of contact between

the field and the public. Although very -

few of them will acquire graduate training
in the field, they are nevertheless profes-
sional behavior analysts in every other
way. The attention that the “‘real” profes-
sionals can give to this portion of the field
would seem to be one of the wisest in-
vestments that we can make.

Finally, another, more amorphous ob-
jective concerns integrating the discipline
into everyday life and providing a dis-
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ciplinary presence at the state level for
members and non-members alike, subtly
encouraging cultural acceptance of be-
havioral attitudes and the discipline pro-
moting them. This, too, is probably more
effectively accomplished when a state-
level agenda compliments efforts at the
national level. In Florida, the collective
behavioral “movement” (fortunately, it
is probably thought of as a movement by
only a handful of people) has indirectly
made considerable progress in this direc-
tion as it has worked toward more im-
mediate objectives. Certainly within the
developmental services community, the
field of behavioral analysis is a daily pres-
ence, and no one even remotely con-
nected with this pervasive human service
system is untouched. However, other
branches of the state’s Department of
Health and Rehabilitative Services have
become increasingly affected, especially
mental health, which is taking step after
hesitant step toward a behavioral model.
Even outside of human services activi-
ties, the profession has a greater presence
in Florida than it did ten years ago. After
all, all of the people who work in devel-
opmental disabilities are also ordinary
citizens who, like others, take a little bit
of their careers with them when they leave
work each day. In addition, FABA is in-
creasingly having a broader impact on
behalf of the profession through its po-
litical agenda.

The evolution, maturation, and expan-
sion of a field is driven by its technolog-
ical abilities and the contributions to the
quality of life that they confer. In the
United States, the delivery of human ser-
vices is largely the responsibility of state
and local governments. Furthermore,
state government is the level at which all
relevant agencies can be coordinated.
Thus, it is at the state level that tech-
nologies must be organized and dissem-
inated if they are to deliver their potential
effectiveness, and it is at the state level
that professions must deliver if they are
to improve the quality of citizen’s lives.

Developing itself at the state level
should be assigned a high priority on the
overall agenda of the field of behavior
analysis. Although many of the described
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